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ABSTRACT 

The success of virtually every endeavor of the 
Federal Government depends on the skills, abilities, and motivations 
of its worlc force. Yet recent years have seen increasing concern 
about the quality of the Federal work force and the Government's 
ability to retain its most capable employees. In any given year, the 
Government loses nearly 120,000 full-time, permanent, white-collar 
employees. Knowing about the reasons for leaving is an important 
first step in developing policies or programs that will help the 
Government retain its best employees and enhance the overall quality 
of the Federal work force. This report provides some insight into why 
employees leave the Federal public service. It looks at what factors 
influence the decision to leave, and whether the decision to leave 
varies by their workplace, age, occupation, or level of pay. Of 
special interest to educators are Table E3: "Most Important Reasons 
for Resigning: Respondents with Different Levels of Education", Table 
F3: "Most Important Reasons for Retiring: Respondents with Different 
Levels of Education", and Figure 4: "Most Important Reasons for 
Resigning: According to Education Level." The primary sources of 
information for this report were responses to a special exit survey 
developed by the U.S. Merit Systems Protection Board (MSPB) and 
completed by nearly 2,800 Federal employees who left full-time, 
permanent, white-collar positions during a 3-month period in 1989. 
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OVERVIEW 



The success of virtually every endeavor of the Federal Government depends on the skills, abilities, 
and motivations of its work force. Yet, recent years have seen increasing concern about the quality of 
the Federal workforce and the Government's ability to retain its most capable employees. In any given 
year, the Government loses nearly 120,000 full-time, permanent, white-collar employees* Vilhy do 
these employees leave? VJhat factors influence their decision? Do their reasons for leaving vary by 
where they work, their age, their occupation, or their level of pay? Knowing more about these reasons 
is an important first step in developing policies or programs that mil help the Government retain its 
best employees and enhance the overall quality of the Federal work force. The purpose of this report 
is to provide some insight into why employees leave the Federal public service* The primary sources 
of iriformation for this repor/t were responses to a special exit survey developed by the U.S. Merit 
Systems Protection Board (MSPB) and completed by nearly 2,800 Fede/al employees who left 
full-time, permanent, white-collar positions during a 3-month period in 1989. 



Faced with the dilemma posed by deficit reductions 
and the need for the Government to provide 
high-quality public service^ the general public and 
Federal managers are increasingly raising questions 
about the quality of the Federal work force and its 
ability to exercise its mandate. There are concerns 
that the Government may no longer be competitive 
in attracting, hiring, and retaining its share of ''the 
best and the brightest/' Moreover, demographic 
projections indicate that the pool of qualified 
applicants will shrink during the 1990'sand that 
highly qualified candidates will be difficult to find. 

Until now, no Governmentwide studies have 
systematically determined what factors influence 
employees to leave the Federal Government. A 1989 
MSPB report, titled "Who Is Leaving the Federal 
Government? An Analysis of Employee Turnover," 
described the magnitude of employee turnover. It 
described who left and at what rates of turnover, 
but it did not address why they left. Another MSPB 
report, released in October 1989, titled "The Senior 
Executive Service: Views of Former Federal 
Executives," provided useful information about the 
reasons senior executives left the Federal 
Government, but it did not address nonexccutives, 
the larger portion of the Federal work force. This 
report fills that gap. ^ 



As will bo seen in this report, the reasons employees 
leave are diverse and vary considerably for different 
groups of employees. Some of the reasons for 
leaving are most appropriately addressed by 
policymakers at the national level. Others can be 
addressed immediately at the level of the agency or 
individual work unit. A third category consists of 
reasons that are more specific and apply to 
relatively small groups of employees. Reasons (e.g., 
needs for day care) in this third group might be 
most appropriately addressed by cooperative 
interagency initiatives. 

Without concerted efforts on multiple levels, it will 
be difficult for the Federal Government to retain its 
most productive employees. Although it will not be 
without costs, the costs incurred are likely to be less 
than those incurred in replacing the high-performing 
employees who leave prematurely— not to mention 
the potential cost to this Nation in decreased public 
service. 



Summary of Gen^xal Findings 

Some 2,778 employees leaving Government 
completed and returned the MSPB Exit Survey. 
About 54 percent of the sur\^eys came from 
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employees who resigned, 37 percent came from 
employees who retired, and the remaining 9 percent 
came from respondents who left for other reasons. 

Over half (54 percent) of the survey respondents 
reported that they were satisfied with the 
'Government jobs they were leaving, and 58 percent 
would recommend working for the Government to 
their friends. 

Although about 61 percent of the survey participants 
had "outstanding" or "exceeds fully successful" 
performance ratings, over three-quarters (78 percent) 
of the survey particijxints indicated that 
management had not tried to keep them from 
leaving* 

Almost three-fourths (73 percent) of the employees 
who left, believed they were paid less than 
non-Government employees doing comparable 
work* 

The typical employee who left the Government gave 
multiple reasons for doing so. Because employees 
who retire are so different from employees who 
resign, these two groups are generally discussed 



s^jparately in this report. The following section 
discusses some of the reasons employees resign. 



Why Employees Resigned 

The typical employee who resigned and completed 
the survey was 35 yearr old, had 6 years of 
Government experience, and was working at an 
average grade level of 7,6. About two-thirds of all 
resignees were women and over half of the 
resignecs had a Bachelor's degree or higher. 
Forty-two percent of the respondents who resigned 
had been promoted within the last year, 44 p)ercent 
had been satisfied with their Government job, and 
56 percent would recommend working for the 
Government to their friends. 

Survey respondents were asked to identify the 
single most important reason for leaving from a list 
of 46 possible reasons. For ease of presentation, 
these reasons were grouped into nine issue areas. 
(Table 2 of this report, shows the nine issue areas 
and the reasons that define each area.) 



Figure A. Most Important Reasons for Resigning 

(Shown by Issue Area) 



Organizational and 

Management* 17% 



Work 15% 



Relocation 15% 



Nonwork and Personal 
Interests 14% 




Compensation and 
Advancement 28% 



All Others 3% 
Working Relationships 9% 



Note: Respondents chose the single most important reason for resigning, 
* Composite of 13 reasons for resigning. 
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As is shown in figure A, the reasons selected most 
frequently as the single most important reason for 
resigning fit into six of the nine issue areas, namely: 

Percentage 

Issue Are a of Respondents 

Compensation and advancement 28 

Organizational and management 17 

Work-related issues 15 

Reloca tion issues 1 5 

Nonwork and personal interests issues 14 

Working relationships 9 

■ Less frequently selected reasons for resigning 
concerned office support, employee benefits, 
and reorganizations (3 percent, cumulatively). 

■ In addition to the general reasons for resigning, 
some employees resigned for highly specific 
reasons. These reasons included: spouse was 
transferred, or the desire to move to a different 
town, work closer to home, continue one's 
education, obtain better day care, and/or 
pursue nonwork (usually, family) interests. 

■ The importance of compensation and advance- 
ment reasons was confirmed by the 71 percent 
of respondents who resigned to work full-time 
elsewhere. These respondents reported that 
their job change would result in an average 
26-percent increase in their salary, from $27,000 
to $34,000. 

The most important reasons for resigning varied for 
different groups of respondents. These differences 
suggest that strategies to reduce unwanted turnover 
are likely to be most effective if tailored to the 
reasons most important for each group. Some of the 
major group differences follow: 

■ Respondents with "outstanding" p( rformance 
ratings were more likely to select compensation 
and advance^nent issues as the most important 
reason for resigning than employees with "fully 
successful" ratings (34 per . ot vs. 25 percent). 
Outstanding respondents were also more likely 
to cite relocation reasons (19 percent vs. 

14 percent). 

■ In the selected high-cost areas of New York, 
Boston, Los Angeles, and San Francisco, 



employees resigned for compensation and 
advancement reasons 37 percent of the time. 
This compared to 29 percent for Washington, 
DC, also a high-cost area, and 25 percent for all 
other areas. 

■ Compensation and advancement was about 
equally important across grade levels. However, 
this finding masked two opposing trends within 
this issue area. As grade level increased, so did 
the importance of improving one's career 
opportunities as a reason for leaving, from 

5 percent to 13 percent. Simultaneously, the 
importance of the desire for more money 
decreased, from 13 percent at the lower grade 
levels to 7 percent at the higher levels. 

■ Compared to the men who resigned, women 
were less likely to resign for compensation and 
advancement reasons (23 percent of won^n vs. 
36 percent of men). The women, however, 
resigned more frequently because a spouse was 
transferred (7 percent vs. 1 percent) or to pursue 
nonwork interests (17 percent vs. 7 percent). 



Why Employees Retired 

The typical retiree responding to the survey was 
59 years old, had 26 years of Government 
experience, and worked at a grade level of 10.9. 
Forty-three percent of the retirees had college 
degrees and about one-third were women. 

Many retirees left shortly after first becoming 
eligible to retire and at a relatively early age. About 
31 percent retired before the age of 57 and 
40 percent retired within the first year of their 
eligibility. 

Most (67 percent) of the retirees were satisfied with 
their Government jobs and 58 percent would 
recommend working for the Federal Government to 
their friends. For 37 percent of the retirees, their last 
promotion had been 10 or more years ago, although 
59 percent had received at least one monetary award 
in the past 2 years. 

Fewer than one-fifth (17 percent) of the retirees 
planned to work full-time after leaving the 
Government Those who did plan to work full-time 
reported ihey would gain an average salary increase 
of about 8 percent over their Government salaries. 
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Out of the 46 possible reasons for leaving, the 
retirees predominantly selected two reasons as the 
single most important reason for retiring: 

Percentage 

Reason of Respondents 

Concern about changes in 

the retirement system 20 
Desire to pursue nonwork interests 18 

The next most frequently selected reason— too much 
job stress— was chosen by 6 percent of the retirees. 

Figure B shows how frequently the selected reasons 
for retiring fit into each of the nine issue areas. The 
frequent selections of ''concern about changes in the 
retirentent system" and the "desire to pursue 
nonwork interests" accounted for virtually all the 
selections in the benefits issue area (21 percent) and 
the nonwork and personal interests issue area 
(23 percent), respectively. 

Figure B shows that reasons related to organizational 
and management issues accounted for 25 percent of 



the most important reasons for leaving. This is due, 
in part, because this category grouped 13 different 
reasons for leaving— more than twice the number 
for any other grouping. Most individual reasons in 
this group were selected relatively infrequently as 
the most important reason for leaving. The 
previously mentioned factor of too much job stress 
(6 percent) and unfair promotion practices 
(4 percent) were the most frequently reported 
reasons in this group. 

Less important factors in the decision to retire were 
compensation and advancement issues (11 percent), 
the work itself (7 percent), working relationships 
(6 percent), and issues related to office support, 
relocations, and reorganizations (7 percent, 
cumulatively). 

Although the variations in reasons for leaving were 
not as large as they were for different groups of 
resignees, different groups of retirees did differ in 
some ways, as shown below: 

■ "Outstanding" retirees cited compensation and 
advancement issues much more frequently 
(15 percent vs. 7 percent) than "fully successful" 
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Figure B. Most Important Reasons for Retiring 

(Shown by Issue Area) 



Organizational and 
Management * 
25% 



Compensation and 
Advancement 
11% 

Work 7% 



Working Relationships 

6% 

All Others 

7% 




Nonwork and 
Personal Interests 
23% 



Benefits 21% 



Note: Respondents chose the single most important reason for retiring. 
* Composite of 13 reasons for retiring 
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retirees as most important in their decision to 
retire. 

Retirees outside the selected high-cost areas 
re|X)rted much concern about changes to the 
retirenvent system (22 percent). Their concern 
about the changes was considerably greater 
than it was for retirees in Washington, DC 
(12 percent), or for retirees in New York, Boston, 
Los Angeles, and San Francisco, taken together 
(16 percent). Conversely, retirees outside the 
high-cost areas less frequently reported 
compensation and advancement as most 
important reasons for leaving (9 percent vs. 
16 percent for Washington, DC, and 18 percent 
for the other selected high-cost areas.) 

Compensation and advancement issues were 
more important for retirees with college degrees 
(15 percent) than for retirees without college 
degrees (7 percent). 

Retirees in the higher grade levels (GS-1 1 
through GS-15) were much more concemcxi 
about benefits issues (specifically, changes in the 
retirement system) than lower graded retirees 
(GS-5 or lower). Among higher graded retirees, 
24 percent cited benefits issues as most 
important compared to only 12 percent of the 
lower graded retirees. 

Compensation and advancement issues and 
benefits issues were mentioned less frequently 
by the women who retired than by the men. 
However, organizational and management 
issues (specifically, job stress), nonwork and 
personal interests, and poor working 
relationships were mentioned more frequently 
by the women. 



Conclusions and Recommendations 

Because employees leave the Federal Government 
for a variety of reasons, multiple strategies, tailored 
to individual groups, agencies, and locations, will be 
required in any attempts to reduce unwanted 
turnover. The survey results indicate that many of 
the respondents who left were successful and 
experienced employees. Although there was 
probably nothing the Government could have done 
to keep many of these employees from leaving. 



many other employees might have remained 
productive members of the work force if the 
Government had taken actions responsive to certam 
key issues. 

Strategies to reduce unwanted turnover among 
resignees will differ from those designed to reduce 
the early retirement of experienced employees. 
However, the strategies for both groups need to be 
addressed on multiple levds. 

■ On the national level, the survey results help 
validate current initiatives by Congress and the 
Office of Personnel Management (0PM) which 
address issues related to the compensation and 
advancement of Federal employees. The high 
frequency with which compensation and 
advancement issues were selected as the most 
important reason for resigning, particularly by 
more outstanding employees and by employees 
working in high-cost areas, lends increased 
urgency to these initiatives. 

■ At the agency and work unit levels. Federal 
managers can immediately address issues that 
are often secondary in importance, but which 
are, nevertheless, important contributing factors 
in decisions to resign. These factors include: 
desire for more meaningful work, poor 
cooperation between upper level management 
and employees, low morale of the work group, 
too little recognition, inconsistent policies and 
procedures, and unfair promotion practices. 

■ In addition to addressing compensation and 
advancement issues and the secondary reasons 
for resigning, individual Federal managers also 
can address some of the highly specific reasons 
respondents gave for resigning. Although these 
reasons (e.g, the desire to continue one's 
education or the desire to move to a different 
town) apply to relatively few employees, their 
specificity makes them particularly likely to be 
responsive to focussed remedies, and 
cumulatively, these relatively small groups of 
resignees represent a substantial portion of all 
the employees who resigned. 

The Government is also losing employees because of 
unnecessarily early retirements. Forty percent of the 
respondents who retired lert within the first year of 
their eligibility. Unnecessary and premature losses 
of experienced employees, particularly at a time of 
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concern over the quality of the Federal work force, 
are not in the Nation's best interest. 

The most frequently cited reason employees 
retired— concem about changes in the retirement 
system— may have been particularly heightened 
during the survey period. During that time, 
Congress was debating ways to limit the size of the 
lump sum payment that annuitants could opt to 
receive upon retirement. Nonetheless, it is evident 
that retirement concerns are critically important and 
not to be ignored. As with strategies to reduce 
resignations, strategies to reduce unwanted 
retirennents will also need to be addressed on 
multiple levels. For example: 

■ At the national level, legislation changing the 
retirement system should be kept to a 
minimum, and when necessary, should ensure 
that retirement-eligible employees who wish to 
continue working are not unduly penalized. For 
example, employees who are retirement-eligible 
at the time of the new legislation could be made 
exempt from the new provisions for a specified 
period of time. Such an exemption would allow 
retirenx?nt-eligible employees to work at least 
through the duration of the ''grace period" 
without a reduction in benefits and may reduce 
the number of premature retironK^nts. Also, 
OPM could promote policies encouraging 
agencies to enhance their career counseling and 
retirement planning capabilities to provide 
retirement-eligible employees with more 
attractive inducements for continued service. 

■ At the agency and work unit levels, many 
respondents retired for reasons having to do 
with organizational and management issues 
that could be addressed at those levels. Almost 
half (46 percent) of the retirees indicated that 
"too much job stress" was important in their 
decision to retire. Retirees also cited perceptions 
of too much red tape, unfair promotion 
practices, inconsistent policies, poor cooperation 
between upper level management and 



employees, low morale, and too little 
recognition for their work contributions. 

■ Federal employers should also consider 

designing new methods of recruiting, training, 
and retaining older workers. Agencies may 
wish to explore with their valued 
retirenrKjnt-eligible employees options for 
continued service. For example, more extensive 
use of part-time or reemployed annuitant 
provisions, contract work which does not 
violate post-employment regulations, leaves of 
absence, flexible work hours, job sharing, or 
reassignments to less stressful or demanding 
positions might be considered attractive options 
for some retirement-eligible workers. Other 
retirement-eligible workers maybe more 
receptive to greater involvement in the work, 
monetary incentives, better use of their skills, or 
more recognition for their accomplishments. 

In summary, there are many reasons employees 
leave the Government — only some of which are 
within the ability of the Government to influence. 
Nonetheless, where employee turnover is adversely 
affecting the ability of the Government to fulfill its 
role in meeting the needs of the Nation, then it is in 
the national interest to take action to better nvinage 
turnover— both now and in the future, when the 
needs in some areas are projected to become 
particularly critical. 

As there are many reasons employees leave, there 
must be different strategies to reduce unwanted 
turnover. To implement some of those strategies 
will require congressional action, others require the 
cooperation of central management agencies within 
the executive branch, and still others are within the 
control of individual agencies or managers. This 
report— together with MSPB's August 1989 report 
on who is leaving the Government — provides some 
useful insights into the magnitude and nature of the 
turnover problem and suggests some possible 
solutions. 
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INTRODUCTION 



The Federal Government is faced with a "crisis of 
competence/' With increasing constraints in the 
Federal budget, tnere are increasing concerns about 
the quality of the Federal work force^ and the 
Government's ability to compete for its fair share of 
the qualified labor pool.^ The issues are exacerbated 
by projections that the pool of qualified applicants 
will shrink in the 1990's and that competition will 
intensify for the available pool of workers, 
particularly in high-skill occupations.^ The issues 
are complex and need to be addressed on multiple 
levels. The Federal Government needs to examine 
how it attracts and recruits new employees, how it 
trains and motivates its work force to accomplish its 
diverse missions, how well it retains its most able 
employees, and even how it determines whether the 
quality of its work force is changing. 

A nuTiber of initiatives are already under way. For 
example, in May 1989, MSPB and 0PM sponsored a 
conference on work force quality assessment,* and 
the two agencies are currently collaborating on a 
joint effort to promote, monitor, and conduct 
research on Federal work force quality. To aid this 
effort, an advisory committee consisting of 
representatives from the public sectors, academia. 



professional associations, unions, and othor private 
sector groups has been established. 

The primary objective of this report is to provide 
Federal policymakers and nuinagers with 
information about the reasons employees leave the 
Federal public service. Until now, there has been 
little or no Govemmentwide information about the 
reasons employees leave. Knowing more about why 
employees leave is an important first step in 
developing strategies to reduce unwanted turnover 
of high-performing employees and to maintain or 
enhance the quality of the Federal work force. 

This report builds on two earlier reports by MSPB. 
The first, on employee turnover, shows that Federal 
employees leave the Government at an average rate 
of about 9 percent per year. Although this rate is 
relatively low compared to rates for some other 
major employers, it still represents a tremendous 
loss of resources— about 120,000 full-time, 
permanent, white-collar employees each year, 
15,000 with "outstanding" performance appraisal 
ratings.^ Furthermore, the turnover within some 
occupational specialties (e.g., nurses) and in some 
locations is much higher than the average,^ 



^ Nallonal Commission on the Public Service, "Leadership for America: Rebuilding ihc Public Service/' Washington, DC, May 1989; 
National Academy of Public Administration, "The Quiet Crisis of the Civil Service: The Federal Personnel System at the Crossroads/' 
Washington, DC, December 1986. 

^ U.S. Merit Systems Protection Board, "Attracting Quality Graduates to the Federal Government: A View of College Recruiting," July 
1988; U.S. General Accounting Office, "Managing Human Resources: Greater OPM Leadership Needed to Address Critical Challenges," 
January 1989, p. 16. 

^ U5. Office of Personnel Management, "Gvil Service 2(X)0," June 1988, p. 27. 

* U.S. Merit Systems Protection Board and U.S. Office of Personnel Management, "A Report on the Confi^rence on Workforce Quality 
Assessment," September 1 989. 

^ U.S. Merit Systems Protection Board, "Who Is Leaving the Federal Government? An Analysis of Employee Turnover " August 1989, 
pp. 9, 15. 

^ US. Office of Personnel Management, "Federal White-CoUar Pay System: Research Report III, Federal Employee Turnover Study," 
August 1989, pp. 29-30. 
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Although not all of this turnover is unavoidable or 
undesirable, it is all costly/ 

The second MSPB report, which dealt in part with 
employee turnover, found that inadequate 
compensation was the most frequently cited reason 
senior executives left the Federal service. This report 
noted that job dissatisfaction also played an 
important role.* 

Neither of these two MSPB reports addressed the 
question of why nonexecutives leave the 
Government. Nonexecutive employees comprise the 
large majority of the Federal work force and are an 
important component in current debates about the 
quality of this work force.^ Without accurate 
information about why these employees leave, it is 
difficult for Federal policymakers and managers to 
know how to best allocate the Government's scarce 
resources to retain its most outstanding employees 
and maintain a high-quality Federal work force. 

There is currently no Govcmmentwide system for 
obtaining detailed exit information from employees 
leaving the Federal civil service.^^ Although some 
Federal agencies and organizations routinely use 
exit surveys or interviews, the resultant data are 
seldom consolidated in a systematic fashion or 
made available outside the immediate organization. 
With demographic predictions indicating that 
women and older workers will comprise 
increasingly larger portions of the Federal work 
force " Federal employers in highly competitive 
labor markets will want this type of information to 
develop strategies that specifically address the 
needs of these and other employee groups. 

To address the need for more useful Government- 
wide information about the reasons employees 
leave, MSPB developed and conducted an exit 



survey of full-time, permanent, white-collar 
employees leaving the Govsmment. The MSPB Exit 
Survey was designed to provide information useful 
at a variety of levels and for a variety of purposes. 
(A facsimile of the Exit Survey is contained in 
app. A.) The primary purpose was to provide a 
systematic and detailed look at the reasons non- 
executive employees are leaving the Government. In 
addition, the study would provide useful infor- 
mation about the utility and feasibility of obtaining 
Govemmentwide exit information. 

The Exit Survey results help answer a variety of 
questions. For example, what are the most 
important reasons employees leave? How important 
are monetary issues in the decision to leave? Are 
monetary issues more important in high-cost areas 
than low-cost areas? How do the reasons for leaving 
differ for employees who resign versus employees 
who retire? How satisfied were separating Federal 
employees with the jobs and work situations they 
were leaving? Do the reasons for leaving differ by 
employees' level of education, type of occupation, 
age, length of service, grade level, level of job 
satisfaction, or performance appraisal rating? 

The answers that survey participants could choose 
in responding to these questions were designed, in 
part, to provide a baseline for the development of 
Govemmentwide trends. They were also intended 
to help Federal policymakers by providing common 
definitions and a frame of reference for discussions 
about the reasons for employee turnover and for the 
possible design of strategies to reduce unnecessary 
and unwanted turnover. 

We had no particular expectations about the reasons 
Federal employees leave the Government. Some 
observers have suggested that the gap between 
Federal and private sector pay has become a major 



Wilkinson, Roderick, "Exploding iiie myth abouk employees who leave/' Supervision, February 1988, pp. 3-5; Watts, Larry R., and 
White, Harold C, "Assessing employee turnover," Personnel Administrator, April 1988, pp. 80-85; Hall, Thomas, E., "How to estimate 
employee turnover costs," Personnel, 1981, vol. 58, pp. 43-52; Blakcslcc, G. Spencer, Suntrup, Edward L., and Keraghan, John A., How 
much is turnover costing you?" Personnel Journal, November 1985, pp. 99-103; G)ngressional Budget Office, ""Employee Turnover in the 
Federal Government," February 1986, pp. 27-30. 

' U.S. Merit Systems Protectior^ Board, "The Senior Executive Service. Views of Former Federal Executives," October 1989, pp. 9-11. 

^ U.S. General Accounting Office, "Managing Human Resources: Greater OPM Leadership Needed to Address Critical Challenges," 
January 1989, p. 16; National Treasury Union, 'Transition lo the Future of the Federal Service: The Employee Perspective," Washington, 
DC, pp. 5-8. 

U.S. General Accounting Office, "Federal Work Force: A Framework for Studying Its Quality Over Time," August 1988, pp. 58-65. 
" U.S. Office of Personnel Management, "Civil Service 2000," June 1988, p. 27. 
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disincentive to retaining a high-performing work 
forcc,^^ Until now there has been little or no hard 
evidence to support or refute this assertion. Others 
have suggested that the importance of pay may be 
exaggerated because the mention of pay— as a 
reason for leaving — is convenient, is seldom 
challenged, and generally is a ''harmless way" to 
exit an organization without "burning one's 
bridges/' It is increasingly being recognized that, 
in addition to wanting adequate compensation, 
workers want their work to be meaningful and 
challenging^* and that many workers have 



important interests and concerns outside of work, 
If this is so, nonmonetary reasons should also play 
significant roles in decisions to leave the Federal 
public service, 

The information provided in this report is a 
summary of the most significant findings of the Exit 
Survey. More detailed discussions of the procedures 
and baseline data are included in the appendixes, so 
that trends and potential problems can be readily 
identified. 



National Commission on the Public Service, "Leadership for America; Rebuilding the Public Service/' Washington, DC, May 1989, 
p, 38; Wyatt Company, "Study of Federal Employee Locality Pay: Executive Summary " Philadelphia, PA, July 1989, p, 7; National 
Commission on the Public Service, Task Force on Recruiting and Retention, "Committing to Excellence: Recruiting and Retaining a Quality 
Public Service," Washington, DC, April 1989, pp. 89-91. 

Glacalone, Robert A., and Knouse, Stephen B., "Farewell to fruitless interviews," Personnel, September 1989, pp. 60-62; Roscman, 
Edward, "Managing Employee Turnover," American Management Association, New York, 1981, pp. 57^64. 
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Yankelovich. Daniel, and Immerwahr, John, "Putting the Work Ethic to Work: A Public Agenda Report on Restoring America's 
Competitive Vitality/' Public Agenda Foundation, New York, 1983, pp. 1-6. 

U.S. Department of Labor, "Opportunity 2000," September 1988, pp. 19-63; National Academy of Public Administration, 'The future 
of the public service," statement of Ray Kline before the Subcommittee on Civil Servic?, Committee on Post Office snd Civil Service, 
M&r, 24,1988. 
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APPROACH 



Sources of Information 

The primary sources of information for this report 
were the responses of 2,778 full-time, permanent, 
white-collar employees who left the Federal 
Govemment during April, May, and June of 1989 
and who completed a special exit survey developed 
by MSPB. Members of the Senior Executive Service, 
blue-collar employees, nonpcrmanent employees, 
part-time employees, and employees moving (i.e., 
transferring) from one Federal agency to another 
were not included in the survey. 

Some 1,510 (54 percent) of the returned surveys 
came from employees who had resigned and 1,001 
(37 percent) came from employees who had retired. 
Because of their diversity and relatively small 
number, responses from employees who left the 
Govemment for other reasons were not included in 
our analyses. 

To ensure maximum confidentiality, the MSPB Exit 
Survey (see appendix A) asked for no uniquely 
identifying information and all completed surveys 
were retumed directly by the respondents to the 
MSPB survey contractor in a postpaid envelope 
provided with the survey. Participation in the 
survey was voluntary, and because respondents 
were anonymous, there was no followup of any 
kind. 



'7 wish to put my name on this IquestionnaireJ. 1 do not 
wish to be anonymous " 

A 58-year-old GS-12 mine safety inspector who 
resigned after 15 years of service 



Distribution Procedures 

The Exit Surveys were distributed Governmentwide 
through a sample of 198 personnel offices. It was up 
to each participating personnel office to determine 
how best to distribute the Exit Surveys. Many 
personnel offices were able to directly hand the 
survey packets to separating employees during the 
agency's normal exit clearance process. Some offices 
had to make secondary distributions through 
remote satellite locations, while others found it more 
effective to mail the survey packets to the separating 
employees. 

Data from the Central Personnel Data File of OPM 
showed that 11,741 full-time, permanent, 
white-collar employees left the Govemment from 
the 198 participating personnel offices during the 
survey period. Based on the information provided 
by the participating personnel offices, surveys were 
distributed to an estimated 6,440 separating 
empk^ees. 

Although the difficulties encountered in distributing 
the survey to all employees who left decreased the 
size of the survey sample, the reasons for the 
shortfall appeared to be procedural (e.g, surveys 
were not delivered, instructions were 
misunderstood, and the survey supply was 
exhausted before the end of the survey period) and 
were not expected to affect the representativeness of 
the sample. 



Response Rate 

Of the 6,440 surveys distributed, 2,778 surveys were 
completed and returned for an overall response rate 
of 43 percent Although this response rate is 
relatively high for an anonymous survey of this 
type, it is important to know how this constrains the 
confidence with which conclusions can be drawn 
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from the survey ref>uUs. To determine these 
constraints, we compared the employees who 
completed the survey with all the employees who 
left the Government during the survey period. As is 
shown in table 1, the employees who completed the 
survey tended to be more highly educated, more 
experienced, and in higher-level occupations than 



separated employees in general. This is consistent 
wit!; the literature about the respondents for these 
types of surveys.^^ 

The comparisons in table 1 show that the Exit 
Survey results aro most representative of employees 
at higher grade levels, with more education, and 





Tablet. 








Comparisons of the Survey Respondents With All Separations 






During the Third Quarter of 1989 and During All of 1987 








Third Quarter FY 1989 


CY1987 






Participating 


All 






Survey 


Penonnel 


Offlcet 






Respondenta ■ 


Offices 


Penonnel 




Chancteristloi 


(Percent) 


(Percent) 


(Percent) 


ifcrcentj 


TYPEOFSEPARATION 










RMtgmtlona 


54 


59 


58 


58 


RettnoMMts 


37 


25 


27 


25 


Other 


9 


16 


15 


17 


GENDER 










Male 


49 


45 


46 


46 


Female 


51 


55 


54 


54 


EDUCATION LEVEL 










No Bachelor's Degree 


53 


72 


70 


70 


Bachelor's Degree or higher 47 


27 


29 


30 


GRADE LEVEL 










GSl-5 


26 


49 


43 


42 


GS6-10 


30 


24 


28 


30 


GS 11-15 


43 


26 


29 


27 


TYPE OF OCCUPATION* 










Professional 


26 


15 


17 


18 


Administrative 


27 


19 


21 


21 


Technlcal/aerical/Others 47 


66 


61 


61 


Total Number 


2,778 


11,741 


30,384 


119,669 


Note: Due to rcundiHg, percentages do not always total 100. All data for the third quarter ofl-Y 1989 and for CY U87 were derived from the 


Central Personnd Data Files mintaitud by 0PM. 








Based on OPM's PATCO classification system. This system groups Federal white-collar occupations into five categories (Professionai, 


Administrative, Technical, Clerical, and Other) on thebasis of their subject matter, their level of difficulty 


or responsibility, and their educational 


Kifuirements. For details, see 


the "Federal Personnel Manual. Supplement 292-1, Book IV," May 1985, pp. 15-16. 
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with moro e> :^riencc. These types of employees are 
among those in which the Government currently 
has a particular interest. 



Sampling Procedures 

In addition to the response rate, two other sampling 
procedures must be evaluated. First, it is important 
to know how representative the 198 personnel 
offices were of the more than 1,500 personnel offices 
Government wide. Second, we would like to know if 
the 3-month survey period was typical of the types 
of separations that might be expected over a full 
year. 

Table 1 shows that the characteristics of the 
employees who left the Government from the 
participating personnel offices did not differ 
meaningfully from those of all the employees who 
left from all personnel offices. This confirms the 
view that the 198 participating personnel offices are 
a representative sample of all Federal personnel 
offices. This was not unexpected, since the 
participating personnel offices had been selected 
because they serviced approximately one-third of 
the civilian Federal work force and represented the 
organizational diversity of the 22 largest Federal 
departments and agencies, as shown in appendix B. 

Table 1 also shows that the types of separations 
during the 3-month survey period were typical of 
those encountered during a full year. In fact, after 
rounding, the distributions of the demographic 
characteristics for the employees leaving during 
these two different time periods were virtually 
identical. 



Interpretation of the Survey Findings 

The results of the Exit Survey should be considered 
the beginning of an investigation into the factors 



that underlie employee decisions to leave the 
Federal Government. The Exit Survey helps 
pinpoint the most critical problem areas and their 
relative importance. Because the d&la in tV^U iw^port 
are presented in summary form, the findings may 
not always be applicable to all localities, to all 
occupations, to each work group, or to every 
agency. More detailed followup within each Federal 
agency should be helpful in pinpx)inting and more 
fully understanding the dynamics of employee 
turnover in particular situations or for particular 
groups of employees. 

The results of the survey should also not be 
extended to the types of employees who did not 
complete the Exit Survey. Studies of separated 
employees with less education, less experience, and 
lower grade levels would reveal more clearly if the 
reasons for which these types of employees leave 
differ meaningfully from those of the employees 
who completed the Exit Survey. 

Because employees decide to leave the Federal 
Government for many reasons, care should be taken 
in assuming direct cause-and-effect relationships 
between any single reason for leaving and the 
decision to leave. In addition, any differences 
among groups of employees do not necessarily 
imply that group membership caused the differences. 
Often group differences are attributable to other 
related factors. For example, a recent study of 
Federal white-collar turnover concluded that the 
"male-female differences (in quit rates] seem to be 
almost entirely due to differences in average wage, 
salary, and length of service. Men and women in 
similar circumstances have very similar turnover 
probabilities."^^ 

Finally, for the purposes of this report, the 
percentages have been rounded to the nearest whole 
percent. Because of this rounding, percentages in the 
figures, tables, and the text do not always add to 
their totals. 
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GENERAL FINDINGS 



How Many Reasons Were Important in 
the Decisions to Leave? 

It is generally agreed that many reasons influence a 
person's decision to leave the Government.^^ 
However; there has been little or no information 
about how many reasons might be involved in the 
decision. 

Our survey results revealed a considerably greater 
number of important reasons for leaving than we 
expected. When employees could rate as many 
reasons as they wished from a list of 46 reajions, 
those who resigned indicated that an average of 16 
reasons were "somewhat" or "extremely important" 
in their decision to resign. Employees who retired 
reported fewer important reasons, but even they 
reported an average of 1 1 reasons as being at least 
"somewhat important" in their decision to retire. 



Did We Overlook Any Important Reasons 
for Leaving? 

Question 2 of the Exit Survey gave respondents the 
opportunity to write in up to two additional reasons 
for leaving — over and above the 46 listed reasons. 
This was done to ensure that no important reasons 
for leaving were overlooked. Some 24 percent of 
those who resigned and 22 percent of those who 
retired wrote in at least one additional reason for 
leaving. 

An analysis of the write-ins indicated that the Exit 
Survey's list of reasons for leaving was complete in 
that no important reasons had been overlooked. 
Virtually all the write-ins duplicated or were 
specific examples of one or more of the 46 reasons 
we had provided. 



"The Federal Government has treated me quite rvell so I 
should not complain. My rail frustration came from the 
fact t}iat this agency could do a much better job with its 
resources. Personnel regulations are one of the barriers to 
successful Government operations/' 

A 62-year-old GS-1 1 facilities manager who retired 
in his second year of eligibility 
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RESIGNATIONS 



Who Resigned? 

The average employee who resigned and completed 
the Exit Survey was 35 years old with 6 years of 
Government experience and had an average grade 
of 7.6. About two-thirds of the resignecs were 
women, and almost 10 percent were supervisors. 

Nearly 20 percent of the resignecs left after more 
than 10 years of Government service. This is 
surprising considering the sizable economic 
disincentives these resignecs incur upon leaving. 
The calculations in one study showed that a 
35-year-old rcsignee with 10 years of Federal service 
sacrifices a capital loss in pension benefits that is 
almost three times the resignee's-current salary — a 
loss more than twice that incurred by a resignee in 
the private sector. Moreover, to offset this loss, the 
Federal worker requires an 18 percent salary 
increase compared to an 8-pcrcent increase for the 
private sector worker.'^ 

Although other comparisons may not be quite so 
vivid, it is generally acknowledged that there are 
strong reasons for Federal workers to remain 
employed with the Government, particularly if they 
have more than 10 years of service. Nevertheless, it 
would appear that the alleged "golden handcuffs" 
of the civil »ervice retirement system do not hold 
everyone. Preliminary analysis suggests that women 
may bear a disproportionately large share of the 
capital losses (in pension benefits) that are incurred 
by resignations from the Federal civil service. 

As a group, the resignecs were highly educated and 
capable employees. Fifty-one percent had at least a 
Bachclor^s degree, and 60 percent of the resignecs 
reported performance appraisal ratings of 



"outstanding" or "exceeds fully successful." 
Surprisingly, only 25 percent of the resignecs 
reported that their management had tried to keep 
them from leaving. 

Although 42 percent of the resignecs had been 
promoted within the last year and 48 percent had 
received one or more monetary awards in the last 2 
years, these incentives were apparently not 
sufficient to retain these resignecs. 

Most resignecs left for higher-paying jobs. The 1,045 
resignecs (71 percent) who planned to work 
full-time after leaving reported that their average 
annual salary would increase from $27,000 in their 
Government job to $34,000 in their non-Government 
job — an increase of 26 percent. Relatively few 
(7 percent) resignecs — usually medical doctors and 
attorneys — reported a salary increase of more than 
$20,000. On the other hand, a sMrprisingly large 
proportion (24 percent) of the resignecs took jobs 
paying the same or less than their Government jobs. 

Fifteen percent of the resignecs indicated they 
would still be working on Government projects in 
their new jobs. Most (81 percent) of the resignecs 
believed that their Government experience had 
made them more marketable and 23 percent 
believed it would be very difficult for their 
supervisor to replace them. 

Some 43 percent of the resignecs indicated they 
would be willing to work for the Government in the 
future. Only 15 percent said they would not, while 
the remainder (42 percent) were not sure. Fifty-six 
percent would recommend Government work to 
their friends. T\i\s is slightly more than the 49 
percent of current Federal workers who would 
make such a recommendation. Possibly, the 



Ippolilo. R. A., "Why federal workers dt)nM quit/' The journal of I Iun\an Resoura% vol. 22, No. 2, 1987, pp. 286-2H7. 
^ U.S. Merit Systems Proieclion Board, "Working for America: A Federal Ejiiployeo Survey/' report to be published in June 1990. 
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attitudes tov/ard the Government become more 
positive once an employee has decided to leave. 



Issue Area 



Percentage 
of Respondents 



Although resignees might have been actively 
searching for new jobs, they were not particularly 
active in applying for new jobs. Only 17 percent of 
the resignees had applied for more than five jobs in 
the last year. Twenty-one percent had applied for 
only one job and 34 percent had not made any job 
application. This paucity of job applications 
suggests that more than a few resignations may 
have been the result of unsolicited outside job offers 
rather than an active job application process. 

In summary, the profile of the resignees who 
completed the Exit Survey shows that they were 
generally well educated, experienced, and highly 
rated employees. Appendix C includes a more 
detailed summary of the characteristics of the 
resignees in the survey sample. 

Why Did Federal Employees Resign? 

The Exit Survey question (3a) that most directly 
addresses why employees left the Federal 
Government asked, "From the list of Reasons for 
Leaving, shown in question 2, select the ONE reason 
that was most important in your decision to leave." 
Some 1,415 resignees selected their single most 
important reason from the 46 possible reasons (plus 
up to two write-ins) listed in question 2. 

To facilitate presenting the results, we grouped the 
46 reasons for leaving into nine issue areas, based on 
both statistical and logical considerations. Each 
issue area was defined by 3 to 13 reasons for 
leaving. The nine issue areas are shown in table 2, 
along with the reasons included in each and the 
percentages of respondents who selected each 
reason as most important for resigning. 

Table 2 shows that almost every reason listed was 
selected as "most important" by at least some of the 
employees who resigned. The most important 
reasons for leaving fit in six of the nine issue areas. 
From the most to the least frequently selected, these 
six areas were: 



Compensation and advancement issues 28 

Organizational and management issues 17 

Work-related issues 15 

Relocation issues 15 

Nonwork and personal interests issues 14 

Working rela tionships issues 9 

Reasons for leaving related to inadequate office 
support (2 percent), employee benefits (1 percent), 
and reorganizations (less than one-half of 1 percent), 
were seldom mentioned as most important. 

By far, the reasons for resigning (reported most 
frequently as "most important") were related to 
compensation and advancement issues. Similarly, 
when respondents answered question 2, each of the 
four reasons in the compensation and advancement 
issue area was rated "important" by 60 percent or 
more of the employees who resigned* A complete 
summary of the responses to question 2 of the Exit 
Survey is included in appendix D. 



''Candidates should start at a rate of pay which reflects 
their experience and qualifications, not at the lowest 
grade for their job title. I ms started out at a GS-5 level 
with graduate work, a high CPA, and 3 years similar 
experience. This saved [the Government] money in the 
short term, but contributed to my leaving after 4 years." 

A 32-year-old GS-7 biological technician with an 
"outstanding" performance rating who resigned 



The relative importance of the various reasons for 
resigning is consistent with the views of current 
Federal employees about their reasons for staying in 
or leaving the Government. In a recent MSPB survey 
of Federal employees, "promotion opportunities" 
was the single most frequently cited as a reason for 
wanting to leave the Govemn^ent. This was 
followed closely by salary and private sector job 
opportunities. 

Four secondary issue areas were also important in 
the decision to resign, although they were cited less 



PI 



3 



A REPORT BY THE U.S. MERIT SYSTEMS PROTECTION BOARD 



TM»t MortlaywtamRMW»flwlUt%atwiCtoty«dbylMiigAwa 



COMPINtATtONaM AiyVANOMBNT l88UE»~2t% 

forttlvMicaBMnl 




0) 

0) 
0) 
0) 



0) 

8! 



(1) Ibolftif 
(1) TtoiiMEli 

n MM »i<5flg t ife W iiiMl^ wIHi h ijNr li T tl wipMnlinrfrt 
ppor pui j k B Wl i i oi r ti |w« i w otfi w 

(-) La««iF<ipiWtUBltyt9|i«^^ 

WOIK4tC«JiTID inUB»-1lft 

(D MvMdUliiotgMlBi>oodiMqfwr«liiaiid«bUltiM 

(4) DiNb«l»dMMl9ilO«9iamnlt)ptolwatk 

(5) Vi^tmfKi mm mtl^ m wotk 

moCATION I88Un»lM 

D(Mlftlowarti,^loairtokNne 

NONWOMC mi PlltONAt tNTIRim IMUIS- 14% 
(Si,, DMlWlftpunitiii«mvariclBl«rMli 
(4) OMlmloe(NiilmM«iy«Aie*lion 

Q) UiM«Udbclcvywariiii«hounorahtfi« 

WOIKING RELATIONSHIPS I88UE8~9% 

(4) Poor«racfcinf idalkMihlpwlUimylauMdUlciupcrviNr 
(3) DtaorlmkMtton 

(1) ManiMBMnt wanted to Are or demote me 

(•) CmvoftMndidnotdotheirMrihtftoflheirark 

(-) I\»or«vorldngNlatk)Mhipwithmyoo»rariMn 

SUPPORT ISSUES- 2% \ 

(1) UiMtisfktary working ooadltk)mie.g^ MM, heaths 

(1) Work ^oup did not have enough trataedpeoplelo do all the work 

(-) Inadequate atyport; e.gv equipment, euppUea, office a wl atan ce 

BENEFITS ISSUES- 1% 

(-) Concern about diangm in the retirement aystem 
(•) UnaatirfadoryretirMnentbeneflta 
(1) UnaatiWMtory health bcneflla 
(-) Unaatlifactaryleevebeoeflti 

REORGANIZATION ISSUBfr- •% 

(•) My iobwaa being aboUahed 
(•) My Job waa being lelocated 
(•) Concern about reorganization 



A M(-)Mktlti At pmml^ mm kutimnoi^-ha^ of IfiKiHt. 



ERIC 



?2 



WHY ARE EMPLOYEES LEAVING THE FEDERAL GOVERNMENT? RESULTS OF AN EXIT SURVEY 



11 



frequently than compensation and advancement. 
The first of these, the organizational and 
management issue area, was rated second in overall 
importance. However, this was due, in large part, to 
the relatively large number (13) of reasons in this 
issue area. No single organizational or management 
reason — by itself— was particularly important in the 
decision to leave. Together, however, the 13 reasons 
in this issue area accounted for one-sixth of the most 
important reasons for resigning. 

Unlike the compensation and advancement issues 
which are best addressed at the national level, the 
organizational and management issues are often 
directly within the control of Federal managers and 
supervisors and are best addressed and remedied, if 
necessary, at agency and work unit levels. 



"/ xva$ paid a large amount of money (GS-U) to perform 
the duties that probably required the skills of a clerical 
person/' 

A "dissatisfied" 40-year old who resigned and took 
a $13,000 p>ay cut to teach in college 

Another secondary issue area concerned the work 
itself. Although work-related reasons were not 
frequently selected as the single most important 
reason for leaving, examination of ratings of 
importance on question 2 of the Exit Survey (sec 
appendix D) reveals that 60 percent of the 
employees who resigned rated "desire for more 
meaningful work" at least somewhat important in 
their decision to resign. Some 55 percent of the 
employees who resigned reported that their job "did 
not make good use of [their] skills and abilities." 



"/ joined this organization 15 years ago to do something 
of value. This has become meaningless work. It is 
extremely important to me that u^hat I do and who 1 am is 
of value and has meaning." 

A GS-12 resignee with 15 years' experience 

The relative importance of these work-related issues 
challenges Federal employers to examine how well 
workers' skills, abilities, and expectations match the 
requirements of the jobs they are required to 



perform. Have too many workers been placed in 
jobs for which they are overqualified? If so, can their 
job duties and responsibilities be made more 
challenging? If not, are there ways or retraining 
these employees so that their skills can be used 
elsewhere? Why did 60 percent of the resignees 
express a desire for more meaningful work? Had 
their work become so routinized and fragmented 
that all semblances of public service were lost? Or, 
was it something in the way management treated 
their work? 



"/ was forced to resign because I could not afford to pay 
the cost of moving to a field office. I was told the move 
was mandatory. If approximately $800'$900 could have 
been made available, I would have been able to move." 

A 24-ycar-old GS-7 physical scientist resignee with 2 
years' experience 

Two other issue areas warrant discussion: 
relocation, and nonwork and personal interests. 
What made these two areas unique was not so much 
their overall importance, which was relatively low, 
but the disproportionate importance some reasons 
in these areas had for some employees. These 
reasons and the percentage of the resignees who 
rated each important were: spouse was transferred 
(8 percent), desire to move to a different city or town 
(26 percent), desire to pursue nonwork interests (28 
percent), problems getting day care (9 percent), 
desire to work closer to home (26 percent), desire to 
continue one's education (31 percent), and desire to 
change to a different type of work (45 percent). The 
specificity of the preceding reasons makes them 
particularly amenable to focussed remedies, and 
their disproportionate importance to employees 
warrants a concerted effort to address them. 



"My main reason for leaving was to stay home and raise 
my two small children. However, if the work environment 
had been better, I probably would have stayed. The 
manager of the activity where 1 worked was miserable." 

A 30-year-old GS-7 personnel assistant who 
resigned with 9 years of service 
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Because these specific reasons lend afi'ccl 
relatively few employees in different agencies, it 
may be more cost-effective for Federal ag;encies to 
pool their resources to address them. Resolution 
may require the development of new programs or 
more creative applicationr of existing programs. 
Substantive relocation programs might save some 
employees from resignations forced by the transfer 
of a spouse or a desire to move to a different town. 
For example, agencies might wish to cooperate more 
fully in finding acceptable jobs in new locations for 
valued employees who are required or who wish to 
move. 

Day care needs — and elder care needs as well — will 
continue to increase in importance as the Federal 
work force ages and increasing numbers of women 
enter and remain in the work place. More extensive 
and flexible use of job-sharing, part-time 
employment, extended leaves of absence, flexi-time, 
and work at home may be attractive options for 
some of these employees. Tuition or o^;hcr assistance 
might be powerful incentives to stay for those 
Federal employees who wish to continue their 
education. 



"I consistently worked 6 plus days a week and long hours 
I refused to continue that kind of schedule after having a 
baby, U would have stayed if I had been} pcmiitted to 
work part-time for several years while my children were 
smair 

An "outstanding" 34-year-old attorney who 
resigned while earning $68^000 a year 



Different Groups of Employees Resign 
for Different Reasons 

In the previous section, we noted that some of the 
employees who resigned had specific and unique 
reasons for leaving. It is important to know how the 
reasons for leaving vary for different groups of 
resignees so that strategies to reduce unwanted 
turnover anx)ng these groups can focus on the 
reasons that are most important for each group. 
Appendix E contains the detailed data on which the 
discussions in this section are based. 



''Outstandi/ig" employees resign for compensation 
and advancement reasons. It is in the Government's 
and the general public's interest that the Govern- 
ment be able to retain its most outstanding workers. 
To most effectively reduce turnover among 
outstanding employees, it is useful to know why 
employees rated as "outstanding" resign and to 
what extent their reasons differ from those 
employees rated less than outstanding. 

In the absence of alternative performance measures 
of the employees who resigned, we used the 
performance appraisal ratings that were self- 
reported on the Exit Survey. Of the employees who 
resigned, 1,239 reported performance appraisal 
ratings. There were too few (2 percent) who 
reported ratings below "fully successful" to include 
them in the comparisons. The remaining perfor- 
mance appraisal ratings were divided almost 
equally among the other three rating categories — 
"outstanding" (30 percent), "exceeds fully successful" 
(30 percent), and "fully successful" (38 percent). 



"In my Federal job I did work far above my grade level 
and job duties as assigned. I enjoyed my work, but I was 
frustrated by the inability of the civil service system to 
reward me for my accomplishments*" 

An "outstanding" 34-year-old biological technician 
who resigned after 4 years of service 



Table 3 shows that compeiisation and advancement 
reasons were particularly important for the 
resignees who reported "outstanding" performance 
appraisal ratings. And as the table and figure 1 both 
show, in comparison to "fully successful" resignees, 
"outstanding" resignees were slightly more likely to 
leave to improve career opportunities (10 percent vs. 
7 percent), leave because of insufficient pay 
(11 percent vs. 5 percent), or leave because a spouse 
was transferred (10 percent vs. 3 percent). 

Compensation ^4nd advancement issues are partic- 
ularly important in high*cost areas. A second area 
of interest is the variation in reasons for leaving by 
geographic area. For example, do employees in 
high-cost areas resign for different reasons than 
employees in other areas? If so, strategies to reduce 
turnover may need to be sensitive to locality cost 
differences. Much is already written about how 
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difficult it is to retain Federal employees on Federal 
salaries in high-cost areas.^ 



'7 desired to move to a different city to be near family. Los 
Angeles is a very high cost-of-living area" 

A 46-year-old GS-7 editorial assistant with an 
"outstanding" perf onnance rating who resigned 

To answer questions about how the reasons for 
resigning vary by location, we compared the 
selected high-cost metropolitan areas of 



Washington, DC, New York, Boston, Los Angeles, 
and San Francisco with all other areas. The latter 
four were grouped together for this survey. 
Washington, DC, was analyzed separately because 
it includes the headquarters functions for the 
Federal agencies participating in this study. 

For employees who resigned, compensation and 
advancement reasons were considerably more 
important in New York, Boston, Los Angeles, and 
San Francisco, and somewhat more important in 
Washington, DC, than in other locations, as is 
shown in figure 2. A more detailed analysis of the 




Boston Federal Executive Board, "Competing for the Future: A Report on the Effects of Federal Pay Policy on Public Service/' Boston, 
March 1989, pp. i-iii; U.S. Security and Exchange Commission, 'Self-Funding Study/' a report submitted to the Securities Subcommittee of 
the Senate Committee on Banking, Housing, and Urban Affairs, January 1 989. 
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Figure 1 . Most Important Reasons for Resigning 

According to Performance Rating 
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Note: Reasons shown c^e ones with the more noteworthy comparisons. 



Figure 2. Most Important Reasons for Resigning 

According to Location of Work 
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rasults indicates that the high importance of these 
reasons in the New York, Boston, Los Angeles, and 
San Francisco areas derived from the particularly 
high frequencies with which respondents from these 
areas cited tJie ''desire for more money'' and 
"insufficient pay" as the most important reason for 
leaving. The intermediate (but still high) rating for 
Washington, IX, was based less on a desire for 
more money or the insufficiency of pay and more on 
a particularly high frequency with which that area's 
resignees cited the "desire to improve career 
opportunities" as the most important reason for 
leaving. 

It is not clear why employees who resigned in the 
Washington, DC, area did not cite compensation 
with the same frequency as employees resigning 
from other high-cost areas. Possibly, because most 
agencies have headquarters in the Nation's Capital, 
Washington, DC, may attract different types of 
employees. Monetary compensation may also be 



relatively less important because positions in the 
Washington, DC, area tend to be graded higher than 
those "in the field" and Washington, DC, employees 
cam more— $7,000 on the average — than Federal 
employees elsewhere.^^ However, if opportunities 
for advancement are greater in the Washington, DC, 
area, it is surprising that employees there resigned 
more frequently to improve their career 
opportunities than employees in other areas. 

Higher graded employees resign to improve career 
opportunities. A third way of looking at reasons for 
resigning is by grade level. Respondents in different 
grades did not differ markedly in the frequencies 
with which they selected the different issue areas as 
most important for leaving, except for nonwork and 
personal interests. This latter issue area was selected 
less frequenfly by higher graded than lower graded 
respondents. Conversely, compared to higher 
graded employees, lower graded employees were 
more likely to resign for personal reasons or to 



Figure 3. Most Important Reasons for Resigning 

According to Grade Level 
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pursue nonwork interests (usually family interests 
and concerns). 

Compensation and advancement reasons were 
uniformly important at all grade levels, except for a 
slight decrease in the middle grade range. However, 
a closer analysis of the grade level differences 
reveals that two components of the compensation 
and advancement issue area masked each other's 
effects. As is shown in figure 3, both the desire for 
more money and the desire to improve career 
opportunities varied considerably across grade 
levels, but in opjX)site ways. While the desire for 
more money decreased sharply in importance as 
grade level increased, the desire to improve career 
opportunities increased. The remaining two reasons 
in the issue area varied little or not at all across 
grade levels. 

Highly educated employees resign for compen- 
sation reasons or reasons related to their work. In 
part because resignees who returned the survey 



were more educated than the resignees who did not 
return the survey, we examined the ways resignees 
with more education differed from those with less. 

Figure 4 shows that respondents with a Bachelor's 
degree or higher education were more likely to 
resign for reasons of compensation or the work itself 
than respondents with less than a Bachelor's degree. 
However, respondents with college degrees were 
less likely to resign for reasons related to 
organizational and management issues, relocation 
issues, or nonwork and personal interest issues than 
respondents without these degrees. Consequently, 
the effectiveness of strategies to reduce turnover 
among employees of different educational 
backgrounds may be improved if they focus more 
specifically on the needs of each group. 



Figun 4. Mos: Important Reasons for Resigning 

According to Education Level 
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"Yc work hard in school and on the job to better 
yoi ^If, but higher education and productivity are not 
rem ^ed individually. I'm tired of seeing people sleeping 
on thi ^ abusing leave, and receiving more 

After i mrs, I tried to give my best. I am very good at 
what I do ^d am recognized in my professional health 
field, but ti i agency and its bureaucratic shuffle do not 
really and t) dy care about quality health care. I've had 

itir 

A 44-year-old GS-11 nurse who resigned with 22 
years' experience and an "outstanding" 
performance rating 



Women were more likely than men to resign for 
nonwork and personal reasons. With increased 
numbers of women entering the work force and 
about two-thirds of the resignees being women, it is 
useful to see how the reasons for leaving differ 
between men and women. 

Although compensation and advancement reasons 
were still the most important, figure 5 shows that 
these reasons were relatively less important for the 



women who resigned than for the men. Work- 
related reasons also played a lesser role for the 
women. However, women were more likely than 
men to resign for reasons related to nonwork and 
personal interests, and women were much more 
likely to resign because the spouse was transferred. 
Whatever the reasons, a significant number of 
women leave the Government long before they earn 
the full l>enefit from its retirement program. 

A random sample of written comments by women 
who left for nonwork and personal interest reasons 
suggested that r'^any left for family reasons 
— usually to rai iie or care for young children. More 
than a few of these women indicated that they 
would not have resigned if they had been granted 
their request to work part-time. This suggests that 
0PM and agencies have an opportunity to make 
some changes that will accommodate the special 
needs of these employees better than we are doing 
now. 

Further studies of employees who resign because a 
spouse was transferred would help answer some of 
the questions raised about these employees. For 
example, to what extent do these employees— 



Figure 5. Most Important Reasons for Resigning 

According to Gender 




Note: Reasons shown are ones with the more noteworthy comparisons. 
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mostly women— return to the Federal work force? 
Were the spouses who got transferred Federal 
employees or members of the military? If so, where 
the transfers mandatory and desired by the 
individuals involved? Would more accessible and 
meaningful relocation programs have helped keep 
valued employees in the Federal work force? 

Although there are men willing to quit their jobs to 
advance a wife's career, in the majority of cases, it is 
still the wife who sacrifices her job or career to 
accommodate her husband's?* As a group, women 
employees continue to bear the greater share of 
family responsibilities and they more frequently 
resign their jobs — sometimes at great financial 
cost — to Accommodate family concerns. 

Satisfied employees resign for reasons related to 
compensation, relocation, and nonwork and 
personal interests. In terms of reasons fo. leaving, 
the variable that most clearly differentiated any two 
groups of resignees was level of job satisfaction, as is 



shown in figure 6. Overall, there were slightly more 
resignees who were satisfied with their Government 
job than there were those who were not (44 percent 
vs. 39 percent). This compares to the 70-percent job 
satisfaction level of current Federal employees. 
Thus, although many resignees were satisfied with 
their Government jobs, resignees. as a group, tended 
to be much less satisfied with their jobs than their 
counterparts who remained in the Federal work 
force. 



''The stress xvas so great that I spent a week in the 
hospital with chest pains. I thought I had a heart attack. 
Management becomes so blind to doing a job that they 
forget that people are human. Vfe are not machines." 

A 45-year-old GS-8 computer assistant who resigned 
for self-employment which would pay a reported 
$20,000 morc than the formei* Government job 



Figure 6. Most Important Reasons for Resigning 

According to Level of Job Satisfaction 
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Employees who were satisfied with their Govern- 
ment jobs left for very different reasons than 
employees who were not satisfied. Compared to 
dissatisfied employees, satisfied employees resigned 
more frequently for reasons related to compensation 
and advancement, relocation, and nonwork and 
personal interests. Dissatisfied employees prinwrily 
resigned for reasons related to the work itself, poor 
working relationships, and organizational and 
management issues. Dissatisfied employees seemed 
to be escaping what they considered to be 
undesirable work situations, while satisfied 
employees seemed to be leaving more for reasons 
external to their work (e.g., their spouse was 
transferred) or to pursue nonwork interests. 

The reasons dissatisfied employees left merit 
particular attention and further investigation. For 
example, to what extent did poor upper level 
management and employee cooperation and poor 
use of skills contribute to the dissatisfaction of these 
employees? How many of these dissatisfied 
resignees were outstanding workers? Did the 
sources of their dissatisfaction remain in the Federal 
work place? Are these sources of dissatisfaction 
negatively affecting the productivity of the current 
work force? 



Implications of the Reasons for Resigning 

The findings indicate that the dynamics of why 
employees resign are even more complex than was 
previously thought. Employees left for a larger than 
expected number of reasons. These reasons emerged 
on several levels of analysis. First, there were the 
general reasons that were highly important to most 
resignees. Then there wore secondary reasons that 
were somewhat important to large numbers of 
resignees, and finally there were some specific 
reasons that were extremely important, but for only 
relatively small groups of resignees. 

The most important and general reasons for leaving 
were clearly reasons related to compensation and 
advancement. Compensation and advancement 
issues must be seriously considered in any 
Government strategy to reduce the unwanted 
turnover of high-performing Federal employees. 
These issues will most likely require congressional 
action for some viable solution. 



Besides increasing compensation, particularly at the 
lower grade levels, the survey results suggest that 
the Federal Government should reexamine its career 
paths to determine more closely what 
career-advancing opportunities are or are not 
available to its more educated and higher graded 
employees. Do current regulations and practices 
unnecessarily restrict career changes and 
advancement? Have large numbers of employees 
"plateaued" with little or no hope for further 
advancement? Can advancement opportunities be 
found for these employees? Alternatively, if the 
numbers are such that platcauing is inevitable for a 
large percentage of the work force^ what could be 
done to make the job or the work environment more 
rewarding? 

Although the secondary reasons for leaving were 
not as frequently cited as most important for 
leaving, they were nevertheless important aspects of 
the decision to leave. Most of these reasons were 
related to the meaningfulness of the work, good use 
of one's skills, and a wide variety of organi sational 
and management issues. These reasons can be 
identified and addressed immediately at the local 
level by Federal managers and supervisors. 
Individual managers and supervisors should 
examine their own agencies and work units to 
determine how well the skills and expectations of 
their employees match the requirements of the jobs. 
How well does upper level management cooperate 
with its employees? Are the agency's policies and 
procedures consistent? Is there unnecessary red 
tape? Arc employees treated fairly and recognized 
for their work accomplishments? Problems in these 
and related areas cumulatively contribute 
significantly to the employees' decisions to leave the 
Federal Government. 

Finally, on a third level, there are a number of very 
specific reasons for leaving that have a 
disproportionately high impact on small groups of 
employees. Because these reasons are so specific, 
however, they arc likely to be particularly 
responsive to focussed remedies. For example, 
Govcmmcntwidc programs to provide education 
assistance, day care, and relocation assistance, or to 
allow for more flexible work hours, working at 
home, job sharing, and conversions to part-time 
work can be expected to reduce the unwanted 
turnover among these special resignees. 
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Cumulatively, these programs can have a 
substantial effect not only by reducing unwanted 
turnover but also by improving the quality of 
worklife for all Federal employees. Such worklife 



improvements bolster the attractiveness of the 
Government as an employer at the same time as 
they enhance the quality and the productivity of its 
work force. 
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RETIREMENTS 



Who Retired? 

The typical retiree who responded to the survey was 
59 years old and had worked for the Government an 
average of 26 years — 24 of those years with the same 
agency. Thirty-seven percent were in ''admin- 
istrative" jobs and 26 percent were in "professional" 
jobs, as defined by the PATCO classification 
system?^ Many (43 percent) had at least a Bachelor's 
degree and 36 percent were supervisors. 

Most (69 percent) of the employees who retired 
were male, and 67 i:>ercent retired from positions at 
the higher grade levels— i.e., GS-11 through GS-15. 
Their average grade was 10.9. Some 37 percent of 
the reti'^s were last promoted more than 10 years 
ago. 



''After 43 years of working, I need some time to relax and 
enjoy myself 

A GS-12 mine safety inspector who retired at 62 



As a group, 67 percent of the retirees were satisfied 
with the jobs they were leaving. This level of job 
satisfaction is nearly identical to that for employees 
in the current Federal work force (70 percent).^ 
Although retirees as a group were more satisfied 
with their jobs than resignecs, they did not differ 
from resignees in their likelihood of recommending 
the <[5ovemment as an employer (58 percent and 56 
percent, respectively). 

Many ' :»pondents retired as soon as they were 
eligible, often at a relatively early age. Forty percent 



of the retirees left within the first year of being 
eligible to retire and 66 percent left within 2 years of 
eligibility. Nearly 22 percent of the retirees were 
55 years old or younger, 31 percent were less than 57 
years old, and 39 percent were younger than 58. 

The largest proportion (50 percent) of retirees 
planned to pursue nonwork interests, usually travel 
or relaxation. Twenty-three percent planned to work 
p)art-time, and only 17 percent reported that they 
would be working full-time after leaving the 
Government. 

The 170 i^spondents who planned to work full-time 
were earning an average annual salary of $50,000 in 
their Government jobs. At the time they were 
retiring from the Government, they reported that 
they would be earning an average annual salary of 
$54,000 on their new jobs — an increase of about 
8 percent. 

Compared to resignees, the retirees who planned to 
work full-time were almost three time., more likely 
(17 percent vs. 6 percent) to increase their salary by 
more than $20,0()0. On the other hand, retirees who 
planned to work full-time were also more likely to 
take a new job for the same or less money than 
resignees (44 percent vs. 24 percent). This is not 
unexpected, since retirees' new salaries are in 
addition to their Federal annuity. 



"1 have enjoyed my Federal career, but feel it timely to 
retire." 

A GM-15 personnel manager who retired at 61 



The PATCO classification system, developed by OPM, groups Federal white-collar occupations into five categories (Professional; 

Administrative, Technical, Clerical, and Other) based on the subject matter of work, the level of difficulty or responsibility involved, and 

the educational requirements. For details, see the "Federal Personnel Manual, Supplement 292-1, Book IV,'' May 1985, pp. 1S>16< 
27 

U.S. Merit Systems I*rotection Board, "Working for Ameria: A Federal Employee Survey," report to be published in June 1990. 
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Some 64 percent of the retirees had received 
performance appraisal r/^tings of "outstanding" or 
"exceeds fully successful" and 59 percent had 
received at least one monetary award in the last 2 
years. Most (65 percent) of the retirees thought they 
would be somewhat or very difficult to replace, and 
88 percent thought the Government had made them 
more marketable* Nevertheless, only 20 percent of 
the retirees indicated that their managers had made 
an effort to try to keep them from leaving. 

Compared to resignees, slightly fewer retire^^s were 
going into private industry (45 percent vs. 52 
percent). However, a much larger share of retirees 
than resignees planned to be self-employed (22 per- 
cent vs. 8 percent) after leaving the Government, 
Twenty-one percent would be working on 
Government projects in their new jobs. Almost 
three-fourths (74 percent) of the retirees thought 
they Iv^d been making less money than employees 
outside Government in comparable positions. 

Appendix C includes a detailed description of the 
characteristics of the retirees in the survey sample. 



Why Did Federal Employees Retire? 

The employees who retired and returned the Exit 
Survey left for very different reasons than the 
employees who resigned. As is shown in table 4, 
retirees left for two main reasons: concern about 
changes in the retirement system (20 percent) and 
desire to pursue nonwork interests (18 percent). 

Of the 46 possible reasons for leaving, each of these 
two reasons was selected as the most important 
reason for retiring three times more frequently than 
the next most important reason — too much job 
stress (6 percent). They also were by far the most 
frequently selected reason within their respective 
issue areas, namely the benefits issue area and the 
nonwork and personal interests issue area. 

The frequency with which concern about changes to 
the retirement system was cited as a reason for 
leaving may be somewhat higher than usual. That is 
because Congress was actively debating changes in 
the lump sum annuity option during the time the 
survey wasbeing distributed. 



''The retirement system is constantly being eroded. Any 
changes mil undoubtedly hurt the retiree. I felt it best to 
leave before I lost any more/' 

A 58-year-old retiree 



The prominence of nonwork interests as a most 
important reason for retiring was not unexpected. 
Its interpretation^ however, differs from that for 
resignees. While the nonuwrit interests of resignees 
were divided among school (27 percent)^ home- 
making (48 percent); and other (24 percent) 
activities, retirees planned to devote almost all 
(83 percent) of their nonwork time to activities other 
than school (1 percent), volunteer work (9 percent), 
or homemaking (8 percent). Most often, the written 
comments on the survey indicated that retirees 
planned to travel or relax. 

In addition to concern about changes in Cxe 
retirement system and the desire to pur^i mwork 
interests, table 3 shows that retirees freque^. cited 
reasons in the organizational and management area 
as important reasons for leaving. The 13 reasons in 
this category collectively received the most weight 
(26 percent). However, except for too much job 
stress (6 percent) and unfair promotion practices 
(4 percent), no reason in this category was selected 
as the most important reason for leaving by more 
than 2 percent of the retirees. Nevertheless, the 
cumulative importance of these tjq^es of reasons 
should not be underestimated by employers of 
retirement-eligible workers. 

The compensation and advancement issue area 
(11 percent) and the relocation issue area (2 percent), 
which were so important for employees who 
resigned, were relatively unimportant for the 
retirees. Retirees seldom left solely to improve 
career opportunities (1 percent) or because there 
were too few opportunities for them in (Government 
(2 percent). Nevertheless, 5 percent of the retirees 
reported that their most important reason for 
leaving was the desire for more money^ while 3 
percent left because the pay was insufficient. 



34 



Table 4« Most Important Reasons for Retiring Grouped by Issue Area 



BENCHTS ISSUES- 21% 

(20) Q)iK:ern about changes in the reHrementtysleoi 
(1 ) Unsatisfactory retirement t>eneflt9 
(-) Unsatisfactory health benefits 
(-) Unsatisfactoryleav^benefits 

NONWORK and PERSONAL INTERESTS ISSUES^ 23% 
(18) Desire topursue nonwork Interests 
(4) Pervmal health problems 

(1) Deaife to ooi^tinua my education 

(•) Difficulties In getHns adequate day care 
(-) Unsatisfactory worUng hours or shifts 

ORGANIZATIONAL and MANAGEMENT ISSUES-2S% 

(6) Too much pb stress 

(4) Unfair promottonpractices 

(2) Poor cooperation between upper level management and employees 
(2) Organization was becoming too political 

(2) Too litUe recognition for my woilc accomplishments 

(2) Poor working rdationship wiUi hi^er level supervisor(8) 

(2) My fob duties were not consistent with my grade 
(1) inconsistent poUdes or procedures 

(1) Lowmoraieof my workgroup 

(1) Lack of opportunity to participate in decision making 

(1) Too mucn red tape 

(1) Poor public image of Federal workers 

(1) Desire to work for another employer 

COMPENSATION and ADVANCEMENT ISSUES-- 11% 

(5) Dssire to earn more money 

(3) Insufticientpay 

(2) Few opportunities for advancement 

(1 ) Deaire to improve career opportunities 

WORK-RELATED ISSUES— 7% 

(3) My iob did not make good use of my skills and abilities 

(2) Desire to change to a different type of work 
(1) Desire for more meaningful work 

(1) The work was not meanmgful to me 

(1) My job was changed and made less attractive 
(-) Not enough training to do the job well 

WORKING RELATIONSHIPS ISSUES- 6% 

(3) Poor working relationship with my immediate supervisor 

(2) Discrimination 

(-) Coworkers did not do their fair share of the work 

O Poor working relationship with my coworkers 

(*) Management wanted to nre or den(K>te me 

SUPPORT ISSUES- 3% 

(1) Inadequate support; e.g., equipment supplies, office assistance 

(1) Unsatisfactory working conditions; e.g., space, heat, fumittire 

(1 ) Work group aid not have enough trained people to do all the work 

RELOCATION ISSUES- 2% 

(1) Desire to move to a different city or town 
0) Desire to work closer to home 
(-) Spouse was transferred 

REORGANIZATION ISSUES— 2% 

(1) My job was being abolished 
(1) My job was being relocated 
(-) Concern about reorganization 



NoU: This IMe shows the msons mking up each issue area and, in parenihises, the percentages ofempliyees who selected each reason as Ae 
single, most important reason for resigning. Because all percentages are rounded, the^donot always total 100 percent or the issue aru total. 
A dash (') indicates the percentage was less than one-halfof 1 percent. 
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''My job requires that I constantly learn more and newer 
technology and equipment mthoutany compensation. 
The stress and pressure became more than I felt I could 
handle. Management led me to feel that I should have 
little or no pressure or stress." 

A 57-year-old GS-12 electronics technician who was 
"very satisfied'' with his job when he retired 

Because retirees so predominantly selected 2 of the 
46 reasons as the single most important reason for 
retiring, the relative importance of other reasons 
was more difficult to detect. Although other reasons 
were not selected very frequently as the single most 
important reason for retiring, they nevertheless 
were important components in the decision to retire, 
as evidenced by the large percentages of retirees 
who rated these secondary reasons at least 
somewhat important on question 2 of the Exit 
Survey, as shown in appendix D. 

Using the importance ratings on question 2, seven 
secondary reasoas were rated at least somewhat 



important by over 40 percent of the retirees. These 
reasons and the percentages of retirees who rated 
these reasons as at least somewhat important were: 



Reason 



Percentage 
of Respondents 



Inconsistent ]X)licies or procedures 

Too much job stress 

Poor cooperation between upper level 

management and employees 
Too much red tape 

Few advancement opportunities 
Low morale of my work group 
Unfair promotion practices 



46 
46 

45 
45 

44 
42 
41 



Nearly all of these reasons were in the organ- 
izational and management category. While 
resignees tended to include personal nonwork needs 
(e.g., day care) or the desire to move to a different 
town among their reasons for leaving, retirees 



Figure 7. Most Important Reasons for Retiring 

According to Performance Rating 



Percent 




Compensation and Concern About Health Problems Organizational arxJ 
Advancement Retirement System Management 

Reasons for Retiring 



m Outltanding 


1 




1] p«<iy 1 






SUCCMIM L 


LJ SuccMiM 1 



Note: Reasons shown are ones with the more noteworthy comparisons. 
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tended to focus more on issues closely related to the 
organization, its management practices, the 
stressfulness of the job, and the morale of the work 
unit. Adding to the weight of the question 2 
responses were written comments of retirees that 
made frequent references to too much red tape, 
unfair promotion practices, inconsistent policies and 
procedures, poor cooperation between upper level 
management and employees, low morale, and too 
little recognition for their work contributions. 



''There is an unwritten policy here to pressure employees 
eligible for retirement to retire." 

A GS-11 logistics manager who retired with 38 
years' experience 



Different Groups of Employees Retire 
for Different Reasons 

Just as there are group differences in reasons for 
resigning, so there are group differences in reasons 
for retiring, although the magnitude of these 
differences is considerably smaller. Detailed data 
about these group differences are shown in tabular 
form in appendix F. 

First, reasons for retiring varied by self-reported 
performance appraisal ratings. Retirees who said 
they were rated "outstanding"^ by their supervisors 
were more likely to leave for compensation and 
advancement reasons than retirees rated "fully 
successful" (15 percent vs. 7 percent), as shown in 
figure 7. "Outstanding" retirees also tended to be 
slightly more concerned about changes in the 
retirement system (23 percent vs. 18 percent). 

The reasons for retiring also varied by where the 
retiree worked, as shown in figure 8. Retirees in 
both Washington, DC, and in the other selected 
high-cost areas cited compensation and 
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Figure 8. Most Important Reasons for Retiring 

According to Location of Work 



Percent 




Compensation and Nonwork Interests Concern About 

Advancement Retirement System 

Reasons for Retiring 



I Saitaod High-Cod 
I Area** 



Wathingion. DC All Olh«r Ar«M 



Note: Reasons shown are ones with the more noteworthy comparisons. 
* New York, Boston, Los Angeles, San Francisco 
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advancement reasons about twice as often as 
retirees from all other areas. Retirees in the high-cost 
areas, however, were less concerned about the 
changes in the retirement system (only 12 percent 
indicated concern in Washingjton, DC, and 16 
percent in the other high-cosjt areas vs. 22 percent 
elsewhere). Washington, DC, retirees were most 
likely to retire to pursue nonwork interests (24 
percent compared to 15 for the other high<ost areas 
and 16 percent elsewhere). 

Retirees in the higher grade levels (GS-11 through 
GS-15) were more concerned about changes in the 
retirement system than lower graded retirees (GS-5 
or lower). They were less concerned with 
organizational and management issues. As the 
education level of the retirees increased, the 
importance of compensation and advancement 
issues and work-related issues increased, while the 
importance of organizational and management 
issues decreased, as is shown in figure 9. 



"The system is a disgrace to mankind in that there is a 
constant fight between the military and civilians. 
Nothing could be done. The system is bigger than all of 
us. By all means, never get handicapped and expect to get 
fair treatment from management, especially military. The 
system has a may of forcing you out.'' 

A "very dissatisfied" GS-13 aerospace engineer who 
retired at 56 

Women represented only about one-third of the 
retirees. They differed from male retirees in their 
less frequent concerns about changes in the 
retirement system (11 percent vs. 24 percent) and 
compensation and advancement issues (6 percent 
vs. 13 percent). The women, however, were more 
likely to retire for nonwork and personal reasons 
(31 percent vs. 20 percent), and they selected too 
much job stress four times more frequently than 
male retirees (12 percent vs. 3 percent) as the most 
important reason for retiring. This latter finding 
may be due, in part, to occupational differences 
between men and women. 
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Figure 9. Most Important Reasons for Retiring 

According to Education Level 




Compensation and Advancement Organizational and Managenient 

Reasons for Retiring 



B«ch*lor't D^QTM 


^ No BMhtlor't 1 


Hi orHighw' ^ 


^ 0«grM 1 



Note: Reasons shown are ones with the more noteworthy comparisons. 
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About half (48 percent) of the retirees left before the 
age of 60. This is a relatively early age to leave the 
work force. Compared to retirees over the age of 60, 
retirees less than 60 years old more frequently cited 
compensation and advancement reasons (14 percent 
vs. 7 percent) and concerns about changes to the 
retirement system (24 percent vs. 17 percent) as 
most important reasons for retiring. 



Implications of the Reasons for Retiring 

As expected, the reasons employees retired were 
significantly different from the reasons employees 
resigned. The desires for more money and for better 
career opportunities were relatively unimportant for 
retirees, who were primarily concerned about 
changes in the retirement system and a desire to 
pursue nonwork interests, such as relaxation or 
travel 



'This agency's grievance procedure is totally inadequate 
and is a sham. 0PM has become part of the "good old boy 
system, seriously weakening its oversight respon- 
sibilities. The system is not xvorking, 

A 60-year-old GS-11 who retired because the 
''organization was becoming too political" 

Given the extent to which concerns about changes in 
the retirement system figured in the decision to 
retire, particularly among relatively young retirees, 
policymakers considering legislation to change the 
retiren^nt system should ensure that retirement 
-eligible workers who wish to continue working will 
not be unduly penalized by the changes. 
''Grandfather" provisions and "grace periods" are 
examples of legislative options that may help 
minimize the impact of any changes, restore 
confidence in the retirement system, and retain 
valuable employees longer. Current proposals that 
would limit cost of living adjustments on annuity 
payments and that would eliminate the popular 
lump sum payment opMon, if enacted, will likely 
make future retirement benefits less attractive and 
precipitate an increase in retirements before the 
changes take effect. 

Agency managers may wish to enhance their career 
counseling and retirement planning capabilities and 



provide retirement-eligible employees with more 
attractive inducements for continued service. These 
inducements might include greater use of 
reemployed annuitant provisions, trial retirements, 
contract work which does not violate post- 
employment regulations, reassignments to different 
positions, reduced working hours, or alternative 
work schedules. Creative use of these and other 
provisions might induce more than a few valued 
employees to extend their contributions to the 
Federal public service. Currently, two-thirds of the 
employees who retired were "satisfied" or "very 
satisfied" with their jobs, 40 percent were planning 
to work at least part-time after retiring, and 31 
percent were less than 57 years old. 

The secondary organizational and management 
reasons for which employees retired also warrant 
further consideration. Many of these reasons relate 
to issues that are within the control of Federal 
managers. To the extent that these reasons are 
driving talented and experienced older workers 
away. Federal employers may wish to initiate 
programs specifically designed to help retain and 
motivate talented older workers. 



Shift work is not desirable and especially after 50 years of 
age. Mid VHitches are very stressful in terms of sleep 
cycles. Each person is affected differently. I decided rwt to 
do this any longer."* 

A 55-year-old GS-15 air traffic controller who retired 
after 30 years' service 

To reduce the unwanted turnover of employees 
who retire unnecessarily early for organizational or 
management reasons, a greater awareness and 
consideration of older employees might be required. 
More flexible use of part-time positions, leaves of 
absence, variable work hours, job sharing, or 
assignments to less stressful work might be 
considered attractive inducements for some 
retirement-eligible workers. Other retirement- 
eligible workers may be more receptive to monetary 
incentives, better use of their skills and abilities, or 
more recognition for their work contributions. 
Federal employers may also need to consider new 
methods of recruiting, training, and retaining older 
workers. In sum, better ways might be found to 
enable productive older workers to remain or return 
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to the Federal work force, without economic 
penalties and without bureaucratic or institutional 
barriers,^ A 1989 national survey of older 
nonworkers indicated that 24 percent were able and 
willing to go back to work.^ 

A wide range of issues affecting older workers also 
deserves the attention of managers. Although 
retirees generally thought well of their Government 
experiences and liked their jobs, the relalively high 
incidents of reports of too much job stress, 
underutilization of skills, alleged disaimination, 



and poor working relationships suggest that Federal 
management practices may not always have 
adjusted adequately to the needs of the 
Government's older workers. A recent survey in 
private industry suggested that older workers were 
often viewed as more of a nuisance than an asset.^ 
Such thinking is not consistent with Federal 
personnel policy and managers should re-examine 
their own programs to ensure that older workers are 
treated fairly, properly recognized for their 
contributions, and utilized productively* 



''There were two main reasons that influenced my decision to leave. For one, 1 was eligible to 
retire and the right job offer came along. Secondly, my immediate supervisor was a very poor 
manager and the office morale was low. I found my services were much desired by the private 
sector because of my past accomplishments, yet I never received a performance rating above 
fully successful/' 

''Nothing could have kept me from leaving, but I must make this one comment. The 
procurement system at my location leaves much to be desired. As an example, it takes, on the 
average, 6 months to procure a $25 pen set for a plotting machine that is readily available off 
the shelf/' 

A 58-year-old GS-13 electronics engineer who retired and reported to be making 
$2,000 more in private industry 



U.S. Department of Labor, "Older worker task force: Key policy issues for the future/' January 1989, pp. IQ-l 1 . 

^ Louis Harns and Associates, Inc., A 1989 survey of Americans aged 50 to 64 years old. Cited in the Washington Post's Health 
magazine, February 19^, p, 18. 

Swoboda, Frank, "Survey: Older workers often viewed as burdens," Washington Post, Nov. 30, 1989. 
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CONCLUSIONS 



The results of this study clearly show that Federal 
employee turnover is a complex phenomenon and 
that any attempts to reduce unwanted turnover will 
need to be multi-faceted. Cleaily, employees who 
resign leave for different reasons than employees 
who retire. However, within each of these two 
major groups there are important subgroup 
differences. If Federal managers wish to reduce 
unwanted turnover within one of these subgroups, 
turnover-reduction strategies should be focussed 
directly on the reasons for leaving that were most 
prominent within that subgroup. Each agency, 
therefore, would be well-advised to pinpoint its 
own turnover problems and to target remedies 
accordingly. 

The survey results emphasize the importance of 
financial concerns in the decision to leave, both for 
employees who resigned and for employees who 
retired. These concerns are more than "pat" or 
"convenient" ways for employees to explain to 
managers why ihey were leaving the Federal public 
service. They are all too real. In one form or another, 
monetary issues dominated the reasons for leaving, 
particularly anrK)ng the more "outstanding" survey 
respondents and respondents living in high-cost 
areas. Unless Federal policymakers and managers 
seriously address these monetary concerns, many 
more similarly outstanding Federal employees will 
unnecessarily and, often reluctantly, leave the public 
service. 

The monetary concerns will not be easily alleviated, 
particularly not in times of budgetary constraints. 
However, Federal managers should not delay in 
seeking remedies for the myriad of secondary 
reasons for leaving. Although these secondary 
reasons will not totally offset monetary 
considerations, many of the employees who left 
indicated they might have stayed if certain 



nonmonetary concerns had been appropriately 
addressed. Many of these concerns are already 
within the control of Federal managers and 
remedies are likely to be much less costly than 
alleviating direct compensation concerns. 

It is important to note that any meaningful 
reductions in the number of employees leaving the 
Government will require efforts on all levels. In 
designing strategies to reduce unwanted turnover. 
Federal managers and policymakers should 
consider the high costs of turnover and look beyond 
immediate ''quick fixes." 

Faced with an aging work force, the Federal 
Government can not afford to lose large numbers of 
desirable employees as soon as they become eligible 
for retirement. Federal managers need to become 
more fully aware of the issues and concerns of their 
older workers. Misconceptions about older workers 
need to be dispelled and strategies need to be 
developed that will encourage valued older workers 
to rcnuin in the work force. 

Federal managers should also examine more closely 
how well the skills, abilities, and expectations of their 
employees match the requirements of the work to be 
performed. New employees slx)uld be recruited and 
selected because they are the "best and the brightest" 
for the work to be performed. It is seldom 
cost-cff'^tive for the Government to hire candidates 
with i>iiL.. Arise outstanding credentials if theses 
credentials arc not appropriate for the job to be 
performed and if valued new employees leave 
prematurely. Thus, in addition to selecting 
high-quality candidates for jobs. Federal managers 
should consider the career expectations of thesi* job 
candidates and ensure that appropriate career 
development opportunities are available to minimize 
their premature departure from the Federal work force. 
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Appendix A. The MSPB Exit Survey 




U.S. MERIT SYSTEMS PROTECTION BOARD 
Washington, D.C. 20419 



Dear Colleague: 

We need your help with this survey of people who are leaving full-time permanent 
jobs with the Federal Government. 

The U.S. Merit Systems Protection Board (MSPB), an independent Federal agency, is 
conducting a special study of the reasons people leave the Federal civil service. The 
purpose of this study is to find ways to retain high-quality workers and to improve the 
overall quality of the Federal work force. The results of this study will be reported to 
the President, Congress, agency managers, and the general public. 

DO NOT PUT YOUR NAME ANYWHERE ON THIS QUESTIONNAIRE. 
PLEASE BE ASSURED THAT ALL YOUR RESPONSES WILL BE HELD IN STRICT 
CONFIDENCE. 

Please complete and return the questionnaire directly to MSPB in the enclosed 
postpaid envelope within S days after you receive it. It will probably take less than 
20 minutes to complete this questionnaire. 

If you have any questions, please call Paul van Rijn at (202) 653-7208. 

Thank you for your assistance. 



Sincerely, 

Evangeline W. Swift 

Director, Policy and Evaluation 
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U.S. Merit Systems Protection Board 
EXIT SURVEY 



PRIVACY ACT NOTICE 

CollMtion of th« requMted information i8 authorized by tha Civil Sarvica Raform Act of 1978 (5 U.S.C. 1206a). 
Thf information you provida will ba usad to avaluata and improva Fadaral paraonnal policiai and practicaa. 
Your participation in thia aurvay is voluntary. 

Nona of tha information you chooaa to supply will b# idantifiad with you* and your individual responses will not ba 
Man by anyona in tha organisation you ara laaving. 



General Directions: Please read the survey Marking Instructions carefully and answer each question in the 
way that best reflects your personal opinions. There are no right or wrong answers. Again, all your answers 
are voluntary. 



MARKING llNiriRUCTIONS 



• Maica heavy blacic marks that completely fill the oval. 

• Erase any changes cleanly and completely. 

• Do not malce any stray martcs in this booldat. 

• Please do not fold this document. 

• Answer each question except when directed to slcip a section. 

• Read tha questions carefully before selecting an answer. 

• If you select an answer that is not identified in the list of 
options, write only in the space provided. 



USE NO. 2 PENCIL ONLY 



CORRECT MARK: 

omao 



INCORRECT MARKS: 



You will be aslted to give numbers for 
some answers. 



EXAMPLE: If your answer is 124 




• Write tha number in tha 
boxes, making sure the 
LAST NUMBER is always 
placed in the RIGHT-HAND 
BOX. 

• Fill in the UNUSED boxes 
with ZEROES. 

• Then mark the matching 
oval below EACH box. 



CDflCDCD 
CZ)(D9CD 

CD CD (TOD 
(DdXDIP 

dXDCDd) 
dXDdXD 
CZ)(DCZ)(Z> 
(S>(t>(D(t> 



PART 1 - REASONS FOR LEAVING 



1 . Which of the following best describes the personnel action associated with your leaving the Federal Government? 

(Please mark ONE response.) 

O Resignation 

O Retirement - disability 
O Retirement - nondisability 

O Separation by the agency for unsatisfactory performance or disciplinary reasons 
O Separation by the agency for reasons of RIP, transf(3r of function, or contracting out 

O Don't know 

O Other: Please specify -^1 
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2* How important wm tMh of tho following roatons in your docision 
to Imvo your Job with tho Fodoral Qovornmont? 

(Please mark ONE response for EACH reason.) 



4 Extramely important 

3 Somewhat Importam 

2 Not Important 

1 NotApplicablt 



No. Reasons for Leaving 

01. Desire to pursue nonwork interests * O 

02. Desire to work for another employer O 

03. Desire to change to a different type of work O 

04. Desire to earn more money O 

05. Desire to continue my formal education O 

06. Desire to move to a different city or town O 

07. Desire to work closer to home O 

08. Desire to improve career opportunities O 

09. Desire for more meaningful work O 

10. Poor public image of Federal workers O 



11. Unsatisfactory retirement benefits O . 

12. Unsatisfactory health benefits O . 

13. Unsatisfactory leave benefits O . 

14. Insufficient pay O 

15. Concern about changes in the retirement system O 

16. Concern about a reorganization O . 

17. Inconsistent policies or procedures O . 

18. Poor cooperation between upper-level management and employees O * 

19. Organization was becoming too political O • 

20. Unsatisfactory working conditions, e.g., space, heat, furniture O • 

21. Unsatisfactory working hours or shifts O . 

22. Lack of opportunity to participate in decision maki.ig O . , 

23. Too much red tape O . . 

24. Too much job stress O . , 

25. Personal health problems O . , 

26. Spouse was transferred O . 

27. Difficulties in getting adequate day care O . 

28. Not enough training to do the job well O . 

29. Few opportunities for advancement O . 

30. Unfair promotional practices O . 

31. My job did not make good use of my skills and abilities O . . 

32. My job duties were not consistent with my grade O . . 

33. The work was not meaningful to me O . 

34. My work was changed and made less attractive O . 

35. My job was being abolished O . 

36. My job was being relocated O . 

37. Management wanted to fire or demote me O . 

38. Inadequate support, e.g., equipment, supplies, office assistance O . 

39. Too little recognition for my work accomplishments O . 

40. Low morale of my work group O . 



41. 


Work group did not have enough trained people to do all the work 


O . 


. O . 


. o .. o 


42. 




O . 


. O . 


. o . . o 


43. 


Poor working relationship with my coworkers 




. o . 


. o . . o 


44. 


Poor working relationship with my immediate supervisor 


O . 


. o . 


. Ci . . o 


45. 


Poor working relationship with higher-level supervisor(s) 


O . 


. o . 


. c:.' . . o 


46. 






. o . 


. i' ) . . o 



o ..o . 
o ..o . 
0..0, 
o ..o . 
o . . o . 
o ..o . 
o ..o . 
o ..o . 
o ..o . 
o ..o . 

,o ..o . 
,o ..o . 
o .. o . 
o .. o . 
o ..o . 
o .. o . 
o ..o . 
o .. o . 
,o ..o . 
,o .. o . 

o .. o . 

o .. c . 
o .. o . 
o .. o . 
o .. o . 
, o .. o . 
. o .. o . 
o .. o . 
o .. o . 

o .. o . 
o .. o . 
o .. o . 
o .. o . 
o . . o . 
o .. o . 
C5 . . o . 
, O . . CD . 

, o . . o . 
, o .. o . 



ERIC 



47. Other: Please specif y • 

48. Other; Please specify 

34 



O . . O . . f ■ • . . o 



_ 3 - 



44 



3«. From tht list of RMtont for LMving. shown in quMtion numlMr 2, Mioet tho ONE 
rMMn that was mort important in your docision to laavo. Writa Ht two-digit 
numbor coda in tha bOMS to tha right and mark tha matching oval balow EACH box. 



Writa tha two-digit 
numbar in tha boxat. — 

Than fill in tha matching 
ovals balow aach box. — 




3b. In your own words, plaasa axplain what mada this raason so important. (Please print legibly.) 



4. What ONE thing could hava baan done, if anything, that would have kept you from leaving? (Please write legibly.) 
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10. Which ONE of the following activities will be your 
primary activity when you leave the Federal Government? 



This part asks for general information about the job you 
are leaving and about what you will be doing after you 
leave the Government. (Please mark ONE response 
for each question.) 

5. To the nearest thousand, what was the yearly pay in 
the full-time job you are leaving? Write the amount 
in the boxes below and mark the matching ovals 
below EACH box. 



.000 




6. Were you receiving a special pay rate in the job 
you are leaving? 

O Yes 
O No 

O Don t know 



7. Did management try to keep you from leaving the 
Federal Government? 

O Yes 
O No 



8. How does the pay of the job you are leaving compare 
to that of employees outside the Government who 
do similar work? 

O I was paid much less. 
O I was paid somewhat less. 
O I was paid about the same 
O I was paid somewhat more. 
O I was paid much more 
O Don I know/can t judge 



9. Approximately what portion of your household's 
current total financial support came from the job 
you are leaving? 

O All or nearly all 
OAbout three-fourths 
O About half 
OAbout one-fourlh 
OVery httle 
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O Working full-time for pay 
O Working part-time for pay 
O Going to school 
O Volunteer work 
O Homemaking 

O Other (e.g., traveling, retiring) 



If you will be working for p ay> what do you expect 
your yearly earnings to be on your new job? To 
the nearest thousand, write the amount in the boxes 
below and mark the matching ovals below EACH box. 

O I will not be working for pay. 













<D 


CD 


<D 


(D 




(£) 


CD 


- 


(D 


(D 




<D 


(D 


1 


(D 


(D 






CZ> 


« i 


m 


CD 






CD 





.000 



12. If you will be working for pay after you leave the 
Federal Government, which of the following best 
describes the t ype of organization you will be 
working for? 

O I will not be working for pay 

O Federal Government (e g., re-employed annuitant) 

O Stale or local government 

O School, college, or university 

O Nonprofit organization 

O Private company 

O Self-employed 

O Don': know/Other 



13. To what extent have your experiences with the 
Federal Government made you more marketable 
(sought after) outside the Government? 

O To a very great extent 

O To a considerable extent 

O To some extent 

O To a httle extent 

O To no extent 

O Don't know/can t judge 
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1 4. If you will be working for pay after you leavo the 
Government, will you be working on any projects 
for the Federal Government? 

O I will not be working. 

O Yes 
O No 

O Don't know 



15. How difficult do you think it will be for your 
supervisor to fill the position you are leaving 
with a qualified candidate? 

O The position I am leaving is not being filled. 

O Not difficult 

O Somewhat difficult 

O Very difficult 



16. In general, how satisfied were you with the job 
you are leaving? 

O Very satisfied 
O Satisfied 

O Neither satisfied nor dissatisfied 

O Dissatisfied 

O Very dissatisfied 



17. In general, how satisfied were you with the 
Federal Government as an employer? 

O Very satisfied 
O Satisfied 

O Neither satisfied nor dissatisfied 

O Dissatisfied 

O Very dissatisfied 
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1 8. What agency do you work for? 

CD Agriculture 
(S Commerce 



CD Air Force 
CD Army 
CE) Navy 
® Other DOD 

CD Education 
CD Energy 

CD Environmental Protection Agency 
® General Services Administration 
(IT) Health and Human Services 

® Housing and Urban Development 
® Interior 
O Justice 
® Labor 
NASA 

® Office of Personnel Management 
(3) Small Business Administration 
® State 

® Transportation 
® Treasury 

® Veterans Affairs 
<Q Other 



19. Where did you work? 

O Washington, DC metropolitan area 
O New York, Boston^ Los Angeles, or San Francisco 
metropolitan area 

O Other 



20. How long have you worked for your ageney 

(excluding military service)? Write the total numoer 
of years in the boxes below and mark the matching 
ovals below EACH box. 







CD 
(D 
CD 




CD 


*■ 


(D 


(S> 




(Z) 




(D 






' 4 



Years 



47 
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37 



21. How lonp have you worked for the Federal Go vortiment 
(excluding military service)? Write the total number 
of years in the boxes below and mark tho matching 
ovals below EACH box. 



Years 



25. 




22. What is your sex? 



OMale 
O Female 

23. What is your race/national origin? 

O White, not Hispanic 
O Black, not Hispanic 
O Hispanic 

O American Indian/Alaskan Native 
O Asian/Pacific Islander 
O Other 



24. What is your age? Writo the number of years in the 
boxes below and mark the matching ovals below 
EACH box. 




Years 




What was your pay plan? 

OGS 
OGM 

OVM, VN, VP or other Title 38 pay plan 
OFP.or other Foreign Service pay plan 
O WG or other blue-coHar pay plan 
O Don't know 
O Other: Please specify -y 
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Write your job series number in the four boxes below 
end mark the matching ovals below EACH box. 
if your job series number is less than four digits* 
put zeroe s before the number. For example, 0334 
for Computer Specialist or 0086 for Guard. 




If you are not sure about your job series number< please 
check your personnel records or ask your personnel officer. 

If you are still unsure* write your job title in the space that 
follows: 



Job Title: 



27. What was your pay grade (or GS equivalent)? 



O 1 


O 6 


O 11 


O 16 


O 2 


O 7 


O 12 


O 17 


O 3 


O 8 


O 13 


O 18 


O 4 


O 9 


O 14 


O Don't Know 


O 5 


O 10 


O 15 





28. Were you a supervisor (i.e., did you sign performance 
appraisals for other employees)? 

O Yes 
O No 



29. What performance rating (or equivalent) did you 
receive within the last year? 

O Outstanding 

O Exceeds fully successful 

O Fully successful 

O Minimally successful 

O Unacceptable 

O Did not receive a performance rating 
O Don't know 



30. In the last 2 years* how many monetary awards 
(e.g. I Special Achievements. Performance Awards* 
Quality Step Increases) have you received for your 
job performance? 

O None 

01 

02 

OMore than 2 



48 



31. How long has it teen since your last promotion? 

O Less than 1 year 

O 1-2 years 

O 3-4 years 

O 5-6 years 

O 7-10 years 

O More than 10 years 

32. What is your highest education level? 

O Less than high school diploma 
O High school diploma or General Equivalency 
Diploma (GEO) 

O High school drploma or GEO plus some college 
or technical training 

O Associate's degreo 

O Bachelor's degree 

O Some graduate school 

O Graduate or professional degree 



33. What is your Federal retirement system? 

O Federal Employees Retirement System (FERS) 
O Civil Service Retirement System (CSRS) 
O Don't know 



34. If you are retiring* how long have you been eligible 
to retire? 

O I am not retiring. 

O Less than 1 year 

O 1 ~2 years 

0 3-5 years 

O P~10 years 

O More than 10 years 



35. In the last year* for how many different jobs (Federal 
and non-Federal) did you apply? 

O None 
O 1 
0 2~5 
O6~10 

O More than 10 



36. If possible* would you work for the Federal 
Government again? 

O Yes 
O Maybe 
ONo 



37. Do you recommend working for the Federal 
Government to your friends? 

OYes 
ONo 



38. Use the space below for any additional comments or suggestions you might have. 




This confipletes the survey. Please use the enclosed postage-paid envelope to return the survey. 
Thank you for your cooperation. 

— 8— 2713QuMtar/S19S4321 39 




Appendix B. Federal Departments and Agencies 
Participating in the Survey 
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Appendix C. characteristics of Survey Respondents 



Table CI. Profiles of Sumy Reipondcnts 



RESIGNEES 
No. 8«kctcd Survty QuwHoaa 



Ptfcent 



RETIREES 
No. Stlodcd Survey QuwIIoni 



PoKtnt 



22. FEMALES ^ 

24. YEARS OF AGE (Av«nge) OS) 
21. YEARSOFQOVERNMENTSERVICECAvcnge) (6) 

26. PATCOGROUFS(dfflvtdfroin)obMrici) 

PMMoiHil 27 

AAwlnlHtiWvt 19 

IWinlal/Oirkil/Othcn 53 

27. GRADE LEVEL (Avenge) (7.6) 

G81^ 38 

GS6-10 33 

GSimS 29 

31 EDUCATiCN LEVEL 

NoBMMor'tDigrM 49 

BldNiot'aD^lworhisher 51 

29. PERFORMANCE RATING 

MlyStootiMfUKTO 38 

OulMindlng/StoiMdaFS 60 

19. LOCATiONOPWORK 

WdhliiKlixtDC 20 

NY-Borion-LA-SF 16 

Ohm 64 

1& JOBSATISPACnON 

VwyDlnttitftod/DlMatlified 39 

V«tySaliiaMl/S«tiiA«l 44 

37. RfiCX)MMENDGOVERNMENT-Ye* 56 

2& SUPBRVISOR-yci 10 

la ACnVlTY AFTER LEAVING 

WoilGlngfun-tiiiw 71 

Woridngpwt-tiiM 6 

School 6 

HaoMBtaking 11 

Othm 6 

14. WORKING ON GOVERNMENT PROJECTS 15 

15. VERY DIFFICULT TO REPLACE 23 
13. MADE MORE MARKETABLE 81 
35. )OBAPPUCATIONSMADE-Hnon« 34 

6. ON SPECIAL PAY RATE 19 

3a ONE OR MORE MONETARY AWARDS 48 

8. PAID LESS IHAN IN PRIVA1E INDUSTRY 74 

31. PROMOTION WTTHIN THE LAST YEAR 42 
(BtMrf OR tfilO mfimiiHU who migntdj 



22. FEMALES 31 

24. YEAKSOPACE(Avcngt) (59) 

21. YEARSOPGOVERNMENTSERVICE (Avenge) (26) 

76. PATCbGROUFS (derived from iot>Mri«) 
PralMlanal 
Adtniiklitfitlw 
Tedurioil/Ckrical/Othen 



26 
37 
37 

(ia9) 
9 

24 

67 



27. GRADE LEVEL (Avenge) 

(SI'S 
GS6-10 
GS 11-15 

32. EDUCATK3N LEVEL 

NoBecfaeiar'aDegiM 57 

BidMlor'ePiipNor higher 43 

29. PERFORMANCE RATING 

PuBySuooMBfuKFS) 35 

Oulttaadiiig/ExooedeFS 64 

19. locahgnopwork 

Waahlnglan,DC 18 

NY-Boaian-LA^ 9 

ahar 73 

1& JOBSAlVFACnON 

VeryDiMaUaaad/DiaBatiaacd 18 

VerySaliaAad/SaliafUd 67 

37. RECOMMEND GOVERNMENT-yea 58 

13. MADE MORE MARKETABLE 88 

14. WORKING ON GOVERNMENT PRC^ECTS 21 

28. SUPERVISOR-y«a 36 

3a ONE OR MORE Monetary AWARDS 59 

31. LASTPROMOnONMORETHANIOYEARSAGO 37 

34. ELIGIBLE TO RETIRE 

Leaa than 1 year 40 

1-2 yaara 26 

ia ACnvmr AFTER LEAVING 

Working fuO-tifne 17 

Worklngpart Ume 23 

Hoatemaking 5 

VotuntaarworL 5 

Othera 50 
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Appendix importance Ratings: Reasons for 
Resigning and Retiring 



This appendix contains detailed information about 
the responses to question 2 of the Exit Survey. While 
question 3a of the Exit survey asked respondents 
about the single most important reason they were 
leaving/ question 2 asked respondents to indicate 
how important each of the 46 listed reasons was in 
their decision to leave. 

The reasons for leaving are rank ordered according 
to their average, weighted importance score. This 
im[)ortance score was averaged over all respondents 
and was weighted according to the number of 



reasons that were rated important by each 
respondent. This weighting distinguishes among 
importance ratings made by respondents who rated 
only a few reasons as important and those made by 
respondents who rated many reasons as important. 

The reasons for leaving are shown in an abbreviated 
form. The exact wording of each reason for leaving 
may be found in the ^riCsimile of the Exit Survey in 
appendix A. 
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Table Dl. 

Rcuont Federal Employeei Resigned: Ratinga of Importance 



fVCigllWI 

Score Reaion for Rtalgnlng 
Rank (abbrovlalfd) 



Aveiagt 
Wdghled 
Importance 
Score 



Percent Percent Percent Percent 
Not Not Somewhat Exiiemeljr 

AppVcablc Important Important Important 



Numtver of 
Importanct 
KaHngi 



1 Improve cumr opportunitita 

2 Moremooiy 

3 $4ymemmt opporhmitict 

4 iMufBctetjpiy 

5 Mertrnmnmgfulwork 

6 nChrailloivii 

7N cii wo f k inliMiti 
Poor eoopwiUoQ beiwam 

8 otauMfm/totiplovaat 

9 PooruMofmyiUlb 

10 Lour morale in work group 

11 Dtftaamwork 

12 InoomiilenlpoUdet/proceduict 

13 NewamDloyer 

14 Toomtidi>H'ilrMi 

15 DuHeaineomMentwltt) my grade 

16 Toottttltricomilkm 

17 UafiirproaMMnpreclioie 

18 Too much red tape 

19 Not enough people to do the work 

20 WorkckMMrlohome 

21 SpouMwaatraiwIcrred 

22 Omtimieaducitton 

tittle pertic^tkm In decMon 

23 manng 

24 Oginialltti loo poUUcd 

25 Wmcnotmeuiingfultome 

26 UnmtirfKlorywmdiwcondttkms 

27 Coworker did not doTair share 

28 Inadequate offloetupport 

29 PdormibUelmaga 

30 Unaetbfaclory health benefits 

Unsatisiaclory woridng 

31 hours/shtfis 

32 Pbor rebtkmship ivlth supervisor 

33 Pbor rebtkmsh^ ivlth managers 

34 Personal health problems 

35 Problems gstttaig day care 

36 Discrtmtnatkm 

37 Qmccm about retirement system 

38 Not enough traiiring to do ph 

39 Work was nvids less attractive 

40 Cdncsm about reorganixatton 

41 Umatisfactory r e tir e m entbeneflts 

42 Poor retationmipe with coworkers 

43 UmatisCictory leave beneAts 
ManegOMnt wanted to Are/ 

44 damoieme 

45 Job was being rtlocated 

46 JobwasbeingaboUshed 

liJU 
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2.18 
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2.12 
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1.85 
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29 


21 


14 
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1.68 
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16 


17 
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13 
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1.46 
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13 
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12 
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1.20 
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1.15 
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14 
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13 
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1.08 


43 
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13 
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315 
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57 
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12 


9 
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1.02 


56 


23 


9 


11 
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.90 


46 


34 


13 


7 


297 


J6 


47 


34 


13 


6 


286 


.58 


64 


24 


8 


5 


189 


.46 


47 


42 


8 


4 


167 


.43 


88 


7 


2 


4 


79 


2i 


88 


9 


1 


2 


39 


25 


87 


10 


1 


2 


53 



5a 



ERJ C WHY ARE EMPLOYEES LEAVING THE FEDERAL GOVERNMENT? RESULTS OF AN EXIT SURVEY 



43 








Table D2. 












Reasons Federal Employees Retired: Ratings of importance 
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Appendix Reasons for Resigning: Differences by 
Selected Groups 



This appendix includ'^s detailed tabular information about the differences in the frequencies with which 
different groups of resignees selected different reasons as most important in their decision to resign. 

All data in these tables are based on responses to question 3a of the Exit Survey. The reasons for leaving that 
make up and define each issue area are shown in table 2 of this report. 





Table El. 






Most Important Reasons for Resigning: Respondents From Different Geographic Locations 






GEOGRAPHIC LOCATION 








New York 










Boaron 






All R<!«ignc«« 


Waahinglon DC 


LoaAligelct 
SanErandaco 


Alt Other Areaa 


Rcaaoiu f or Rnigninf by btuc Area 


(Percent) 


(Percent) 


(Percent) 


(Percent) 


CXSMPENSATION an J ADVANCEMENT 
(MonmoMy) 
(IniufBdMikiMy) 
OmprovteirMr opporhihitiM) 


28 

m 

(7) 
(8) 


29 

(7) 
(0 
09 


37 
(16) 
01) 
(8) 


25 
(9) 
(6) 
(6) 


ORGANIZATIONAL and MANAGEMENT 


17 


15 


16 


17 


WORK 


15 


16 


12 


15 


RELOCATION 


15 


14 


13 


16 


NqNWORK and PERSONAL INTERES1S 


14 


12 


12 


15 


WORKING RELATIONSHIPS 


9 


11 


7 


9 


suppon* 


2 


1 


3 


2 


BENEFITS 


1 




2 


1 


RBORCANIZA-nON 






1 




Numbar <d Raapondants 


U51 


256 


200 


770 


Net: PtrmUifU (mmdti) thorn tkt durt of mpondtnts in mck group who $^lti tht rauont in ukH i$$ui omtulHi titigk "mori bitporUmt 
m$0H far Imriitg. A 4aih (•) nfm to a ptntnttp U$t Uum ont-hMlfof I perctnt. Entrin in ptwilhtm m rmont th»t parlfcukriy A(fM(|kl tiu 
group amf»riiimt. 
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Tabled 

Most Imporiant Reasons for Resigning: Respondents at Different Grade Levels 








GRADE UVEL 






All Resignees 


GS-1 
through GS«S 


GS4 GS'll 
through GS-10 through GS-IS 


Reasons for Resigning by Issue Area 


(Percent) 


(Percent) 






C0MPENSA110N and ADVANCEMENT 
(Mttfo money) 

(Improvecsreer opportunities) 


28 
(10) 
(8) 


29 
(13) 
(5) 


25 

(S) 

(6) 


30 
(7) 
(13) 


OKGANlZAnONALend MANAGEMENT 


17 


16 


19 


16 


WORK 


15 


14 


15 


18 


RELOCATION 


IS 


14 


16 


15 


NON WORK end PERSONAL INTERESTS 


14 


16 


15 


10 


WORKING REUTIONSHIPS 


9 


9 


9 


9 


SUPPORT 


2 


1 


2 


2 


BENBHTS 


1 


1 


1 




REORGANIZATION 






1 




Number of Respondents 


1,251 


451 


400 


353 


Note: Ptremtagtn (rounded) dtm ihi $hare of mpondmts in each group %4u) Ultcted Iht m$oni in lach issu* tm «i the tingU "most imMrttnt" 
rusoH for lamng. A dash (•) nftrt to a percentage Us$ than one'ktlfof 1 perunt. Enlrie$ in partnthe$e$ an rtuums thai parHcuiarly U^light the 
group <ompariKn$. 
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T«blcE3. 

Moct lmporUntReatoiu for Resigning: Respondents With Different Levels of EducatloB 






EDUCATION LEVEL 




AllRMlgntM 


NoBadiewrs 
Degrtt 


Bsdieleff^s DegMS 
orHiglMr 


Rcaton* for Rctlgniiig by Imim Aim 


(Percent) 


(Percent) 


(Percent) 


COMPENSATION and ADVANCEMENT 


28 


24 


31 


ORGANIZATIONALwdMANACBMENT 


17 


21 


15 




19 


10 


20 


reuxiahon 


15 


17 


13 


NONWORKuid PERS0NALINTBRES1S 


14 


17 


11 


WORKINGRBUTKDNSHIFS 


9 


9 


9 


SUPPORT 


2 


1 


2 


BENEFITS 


1 


1 




REORGANIZATION 








Number of RMpondents 


U51 


599 


647 


NoU: Pmmkgn (rotmM) ihowtiu$lmrtofmpondtHtt in mdi group wlioi^ted the nutm in mch istutm 
mton for Imvbtg, A dtik (—) rtfm to » pcrctntaif « Itu (km ontitifof 1 perctnt. 


mutiuibuWmoitimpt/rtimt' 
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T«blcE4. 

Most Important Reasons for Resigning: Male and Female Rf spondcnti 








GENDER 






AURttigntft 


Mal« 




?«male 


Rmiom for RMicnitift bv lAtuc Ann 


(Percent) 

^*a^^#a»%^ 


(Percent) 




(Percent) 


COMPENSATION and ADVANCEMENT 


28 


36 




23 


(Improvt airier opportunldtt) 


(8) 


01) 




(6) 


(Insuffldentpay) 


" ' 


(11) 




(4) 


CMGANIZATIONAL and MANAGEMENT 


17 


17 




16 


WORK 


15 


20 




13 


(Poor UM oi my iklUi) 










RELOCAHQN 


15 


10 




18 


(SpoiM was tranafcrred) 


(» 


(1) 




<7) 


(Daatrttomove) 


(7) 


(6) 




m 


NONWORK and PERSONAL INTERESTS 


14 


7 




1' 


WORKINCRELATIONSHIPS 


9 


8 




10 


SUPPORT 


2 


2 




2 


BENEFITS 


1 


1 




1 


REORGANIZATION 










Number ol Rtspondenta 




424 




809 


NMr Pmml^u (ftmtuUd) ihtm Uu thMtiofmponimU in mck group who $dict€d tki m»on$ in mck i$mi 

m9onfortimibig,AiMk(^)rtfmlOMpmtnUigilm 

thi group camp^riaoni. 


vmutiuibigk "mart bHfortmt 



58 



A REPORT UYTHE U.S. MERIT SYSTEMS PROTECrnON BOARD 




TiMtES. 

Most Impqrtauit Reatom for Rctignlng: Retpondenti Wlfh DUfomit Uvclf ol Job Satltfoctfon 




, ,, . ' ■ 


LEVEL OF JOB SATISFACTION 












AURMlfiiMt 


S«llsftt4A^«y8«li«llt4 VMyDlNillafto4 


|UaiOM for Rtslgnuig by Imm Aim 


(Pereint) 




(PeriMnt) 




do 


■ ' ' 

30 


, • • 


(Ipipiovf ouwr oppdclimlllis) 


(8) 


O) 


(7) 






CD 


(5) 


Uli]uANlAAlllJI>IALi iMMAN/lixfiMBlYI 


If 


12 


2? 




19 


6 


26 


(FooruMofiiiyildlh) 


(6) 


a) 


a» 


RELOCAHON 


15 


24 


,;'5 


(9|iQiMiKM Inmhmd) 


(5) 


(9) 


a) 




(7) 


ai) 


0) 


NONWOMC and POeONAL irniRB^ 


14 


19 


8 


VVDRKINCRELATIONSHIPS 


9 


6 


13 


SUPPORT 


2 


1 


3 


BENEFITS 


1 


1 




keORGANIZATION 








Numbw ol Raqxxidfnte 




536 


410 


rwMN prlmmg. A ituh (^) ftfm WMpmmlitilm Oum^^fofl perctnt Entria in pmnthtm m n 


m$on$ llmt piflfcidirfy M|fU(|hl 



9 

5,9 

O 
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Appendix Reasons for Retiring: Differences by 
Selected Groups 



This appendix includes detailed tabular information 
about the differences in th? frequencies with which 
different groups of retirees selected different reasons 
as most important in their decision to retire. 



All data in these tables are based on responses to 
question 3a of the Exit Survey. The reasons for 
leaving that make up and define each issue area are 
shown in table 2 of this report. 



Table n. 

Most Important Reasons fot Retiring: Respondents With Different Performance Appraisal Ratings 






PERFORMANCE RATING 




All Retirees 


Outstanding 


Exceeds Fully 
SuMessful 


Fully Sueeetsful 


RcatoM for Retiring by Issue Area 


(Percent) 


(Percen / 


(Percent) 


(Percent) 


BENEHTS 

(Conosm about chsngM in retirement) 


21 

(20) 


23 
(23) 


22 
(21) 


20 
(18) 


NONWORK and PERSONAL INTERESTS 
(Dcrirt to puftue non work interests) 
(HMlthproMms) 


23 

(18) 
(4) 


20 
00 
(2) 


24 

(19) 
(4) 


25 
(17) 
(7) 


ORGANIZATIONAL and MANAGEMENT 


25 


26 


22 


27 


COMPENSATION and ADVANCEMENT 
Qhsufttdsnlpay) 
<Mof« money) 
(Fewopfwrtunities) 


11 

(3) 
(5) 
(2) 


15 
(5) 
(6) 
(4) 


11 
(2) 
(5) 
(2) 


7 
(2) 
(4) 
(1) 


WORK 


7 


4 


9 


7 


WORKING REUTI0NSHIP5 


6 


5 


7 


6 


SUPPORT 


3 


4 


2 


3 


RELOCATION 


2 


2 


3 


2 


REORGANIZATION 


2 


1 


1 


3 


Number of Respondents 


42 


191 


287 


263 


Nott! PirctHltgts (wuhM) thmo tht dure of mpmdents in escA group who uleettd tht kmuhs in ttch tsjue aru u tht tiiigk "moBt bHfortrnf 
rman for ImviHg. Entriet in ptrmlheses are reasons that ptrticutarly highlight the group comparisont. 
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TtblcFl 

Mott ImporUnt Rcatoni for Rettring: Rctpondciitt From DUfcKiit Geographic LocatloM 






GEQCRAPHIC LOCATION 










NtwYMk 










Bofton 
LMAnttin 






AllRttinM 


Washington DC 


SmBrandtco AI104ierAfMf 


ReMom for Rcliiing by biut Aim 


(Percent) 


(Percent) 


(Percent) (Percent) 


BBNEPITO 


21 


12 


18 


23 


(Cttnpffn ibotil diMgM In fftifciAffit) 


(2(9 


(12) 


0® 


(22) 


NONWOlUC itid PBRSONAL IhTICRBSTS 


23 


26 


18 


23 


QMrt topumit imiwoik kHmiii) 


08) 


(24) 


05) 


06) 


0RGAMIZAT10^UL•ndMA^MCEMB^^^ 


25 


25 


76 


24 


COMIMATION and ADVANCEMENT 


11 


16 


18 


9 


(Mortmefiiy) 


(5) 


(8) 


(8) 


(4) 




(3) 


(5) 


(8) 




WORK 


7 


9 


1 


7 


WORKING RELATIONSHIPS 


6 


5 


5 


7 


SUPPORT 


3 


3 


S 


3 


RELOCATION 


2 


2 


4 


2 


REORGANIZATION 


2 


1 


5 


2 


Number of Roipondenla 


782 


130 


74 


556 


NoU: PifcmlMgn (wmM) Aow Me «Wt of mpondintM in Mdi gw if who ultelid the msoHM in tack iuui mMtstkt shigli *'mott impoiiMt" 
ntiM fbrlmi^. Entrk$ in p$wtlhi$e$Mm$ons Omt pttrticuhftyhigMifikt Ike group comjmriim$. 
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Table F3. 

Ma«t Important Rcuons for ReUring: Rtspondento at Dil^^ 








GRADE LEVEL 








GS-1 


. /'CM : 






AURdiitet 


through GS^ 


dihNighCS-lO / 


through GS-IS 


Reasons for Retiring by Issue Ai«i 


(Percent) 


(Percent) 


(Percent) 


(fvroent; 


BENEFITS 


21 




16 




(Conosm sbout chsngcs in retirement) 




tMti 






NONWUKiC and PEKSON AL INTEKEdib 


23 


^5 






(Oaslftlopiirst ^nonworkintocsts) 




(15) 


(23) 


07) 


ORGANIZAnONALandMANAGEMENl 


25 


35 


27 


,;23 . 


Q^Dor coopcntian bttween upper 








:":''v(3) 


miMgHMnt/anployM*) 


C) 


(1) 


0) 




(ToomudiJobalNM) 


(6) 


m 


(10) 


(4) 


(Organlntlon loopditlcal) 


(2) 


(3) 


(1) 


(3) 


CXMPENSATION and ADVANCEMENT 


11 


12 


7 


10 


WORK 


7 


1 


4 


& 


WORKING REUTIONSHIPS 


6 


7 


7 




SUPPORT 


3 


3 


5 


3 


RELOCAHON 


2 


3 


I 


3 


REORGANIZATION 


2 


3 




2 


Number of Raqpondcnti 


782 


69 


177 


50 ,; ' 


Noi$: Pivcmkign (wimiti) ihtm iki itere of mpohitnli in mk gmtp who sdsctorf mmm in 
mim fbrUn^, Entrin bi ptrnnUum srt wmm lh$i pmtfcuMjfkighUiht Ike group comp^rito 


mck iMmapmufkitbuU *'maU tmpoH^" 

n$. " ■ . 'f' 



fi2 



ERJCZ A REPORT BY THE U.S. MERIT SYSTEMS PROTECTION BOARD 




Table F4. 

Mott Important Rcatont lor Retiring: Reipondentt With Diffeicnt Levels of Education 






EDUCATION LEVEL 






NoMcbi^a 


Bach«lai'«D«||M 




AURcUm* 


DegfM 


AM Itl — ^ 

ornl^Mr 


RMmim for Retiring by Imuc Aica 


— 

vrercent; 


(Percent) 


(Peraoit) 


BENEFITS 


21 


22 


19 


N(MWOIUC and PERSONAL INTBRBSTS 


23 


24 


22 


ORGANIZAHONAL and MANAGEMENT 


25 


28 


21 


COMPENSATION and ADVANCBMENTT 


n 


7 


w 


WORK 


7 


S 


9 


WORKOMCREUTIONSHIPS 


6 


6 


7 


SUPPORT 


3 


4 


3 


REIjOCATION 


2 


2 




REORGANIZATION 


2 


2 


1 


Numbar of R«tpond«nb 


782 


442 


335 




M M (ft* ttnifHlt "mott bnferttnt" 



) 
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Tn^ltfS. 

Mott Important RcuoM for Rettrlngt Male and Fcmate 














AllRtliNM 


Malt 


FaiMla 











(PManft) 








15 


11 




(Conotm about diang^ in rtiiftm«nO 


(20) 


04) 


01) 




NOIWOMC and PERSON AL INTERE81S 


23 


20 


31 




\i^QPIiv iM vimw null wvsj^ uimwvwi/ 


ifin 


(15) 






ORCANIZATICNAL md MANAGEMENT 


25 


23 


29 




(Too mudi )abttMM) 


(6) 


0) 


02) 




COMPBNSAHON and AI>VANCEMEKr 


IV 


13 


6 




(iDMifflckntpiy) 


(3) 


(3) 


CD 




(MoramoMy) 


(5) 


(6) 


(2) 




WORK 


7 


a,, 






WORKINGREIATIONSHIPS 


.6 


5 


9 




SUPPORT 


3 


■2 ... 


5 




RELOCAHON 


2 


, 3 • 


2 




reorganizahon 


2 


2, 


2 




Number of Rt^Mindmt* 


782 


535 


233 




mumfarlmi^. BntHu fn pamUumanmaom OmlftrikuMjfklikNtht thtt»mfvmparkoKM. 
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Most Importani RiaMiis for Retiring} RetpondtDtt With Dif Uvtlt of Job Satitlictloii ; 






UBVEL OF JO» SAnSFACn^Nr 








DllMlilM 




AUR«Hftci 


ycijrMttinM 


■ vfiy. uiiMfiPiiifl 


fkmmmmm IQi Kdinng Uj immMW nJwm 




(Ptttent) 




BENEFITS 


21 


23 ■ 




(Conotni about dianget lA relirtihent) 


(20) 


(22) 




NONWORK aj¥l ITOONAL INTERESTS 


23 


27 


" , ,■■ 


(OhI?* Id iwn woric liil^Mtttai) 


(18) 


(22) ■;, • 




0RGAN1ZA110NAL and MAI^GEME^ 


25 


21 




CToomiiciijQibilmi) 


(6) 


(S) 


(7) 


(Gtanlattdii loo DoHllcil) 


(2) 


(1) 


(7) 


C0M1VN8A110N and ADVANCE^^ 


11 


11 


'/■■II ■ 


(IiiMlclmlpiy) 


(3) 


0) 


(4) 


(MoftOKMy) 


(5) 


(6) 


<2) 


WORK 


7 


5 


12 


(Poor UM of my dcillt) 


0) 




(7) 


WORKINGRELATIONSHIPS 


6 


5 




SUPPORT 


3 


3 


5 


RELOCATION 


2 


3 


2 


REORGANIZATION 


2 


2 


\ 


Numbor of RMpondanli 


782 


515 


139 


Noti: Pwrcmktfti (nmnM) fJkov lhi$lmnofmftmdtnts imackgnmp who $dicted tin muom in mdi iuuetm 
mmn pr tor^frif. Enfrk$ in p^mtittm «r» m$on$ timi ftrtkukHy highlight Ihe group compari$on$. 
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TablcF?. 

Most Important Reasons for Retiring: Ilespondenti In piftont Age Gioupf 








AGE GROUP 




AllRttirtca. 


50-59y«tn 


WrWyMIS 


Reaaont lor Retiring by Itrae Area 


(Percent) 


(Pomnt) 


(Pncent) 


BENEFITS 


21 


24 


18 


(Gmfiflrn About dunMs In rfiUmnent) 


(20) 


(24) 


07) 




23 


17 


29 


(Derif* lo puMu* nonworic Intorarta) 


(18) 


04) 


02) 


ORGANIZAllONALand MANAGEMENT 


25 


26 


23 


COMPENSATION and ADVANCEMENT 


11 


14 


7 


' (Moramanty) 


(5) 


(7) 


0) 
(2) 


(InMitfldnt|My) 


(3) 


(4) 


WORK 


7 


8 


*■ V- 


WpRKINGRELATIONSHIPS 


6 


4 


9 ' 


SUPPORT 


3 


2 


4 


RELOCATION 


2 


3 


2 


REORGANIZATION 


2 


3 


1 


Number of Rapondcnto 


782 


370 


372 


NoU: PmmlagH (rmtied) thorn tkt ahtn of mpimimti in mdi grouf who idtcUd Uu mumu kmchim 
num furtinkg. Entria bt jmrmtiusei art muru Out ptrticuMy hitkligkt At group comftriMm. 


;) — 

w «r« M tftyk "moil tNparlMr 
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BESTGOPYAWillfiBlE 



W**!^ A Report to the President 
iMMri Congress of the United States 

Jmm mtfJj the U.S. Merit Systems Protection Board 



